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Abstract 
Business leaders in the accounting/auditing profession have limited knowledge of how 
employee engagement, employee job satisfaction, and organizational commitment relate 
to each other. The role of engaged, satisfied, and committed employees is important as 
globalization allows for unprecedented talent mobility. The purpose of this quantitative 
correlational study was to examine the relationship between employee engagement, 
employee job satisfaction, and organizational commitment. The theoretical framework 
incorporated Emerson’s social exchange theory and Bakker and Demerouti’s job 
demands-resource theory. The sample included 82 out of 295 members of the Northeast 
Chapter of the New York State Society of CPAs who work in Albany County, New York. 
The sample was recruited through a nonrandom purposive sampling method. There is 
significant association measured between employee engagement and employee job 
satisfaction (r = .717, p < .001). Additionally, there is a significant association between 
employee engagement and organizational commitment (r = .702, p < .001). Based on the 
analysis, there is a significant association between employee job satisfaction and 
organizational commitment (r = .853, p < .001). The regression model showed that 
employee engagement and employee job satisfaction, when taken together, were 
significant predictors of organizational commitment (F(2, 79) = 115.112, p < .0005, R2 = 
.745). The implications for positive social change include strategies geared towards 
increasing engagement and job satisfaction, which in turn influences organizational 
commitment, resulting in a highly productive workforce and increased profitability.  
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Section 1: Foundation of the Study  
Creating and sustaining job satisfaction and engagement with employees is an 
ongoing challenge for organizations; establishing employee organizational commitment 
represents a significant additional challenge. Engaged, satisfied, and committed 
employees constitute a highly productive workforce that is coveted by management 
(Bhattacharya, 2015). Neumark, Johnson, and Mejia (2013) suggested that the high levels 
of senior leadership retirements expected in the coming years raises significant concern 
regarding the quality and delivery of services from businesses.  
Engaged, satisfied, and committed employees provide organizations with a 
competitive advantage such as higher productivity (Shahid, 2013). These employees 
demonstrate their engagement, satisfaction, and commitment through their services to 
clients or customers and help to generate more business for the organization (Andrew & 
Sofian, 2012). Organizations want dedicated, satisfied, and committed employees 
working for them because these employees understand how they help meet the goals of 
the organization (Dobre, 2013). Engaged, satisfied, and committed employees tend to 
stay with the company, which helps create a competitive advantage of consistent 
productivity.  
This study was focused on the relationship between employee engagement, 
employee job satisfaction, and employee organizational commitment within certified 
public accounting firm professionals who are members of the Northeast Chapter of the 
New York State Society of CPAs (NYSSCPA). The knowledge gathered from this study 
may assist upper management with considering ways to increase employee engagement, 
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employee job satisfaction, and employee organizational commitment. With this 
knowledge, organizational management may look at employee engagement, job 
satisfaction, and organizational commitment in order to understand and improve 
individual and organizational performance (Burns, 2016). 
Background of the Problem  
As the age of the knowledge worker with a multigenerational workforce unfolds, 
employee retention is an increasing concern for the accounting profession. Management 
must develop an understanding of the relationship between the engagement, job 
satisfaction, and commitment of their employees to retain the necessary talent for the 
maintenance of competitive advantage (Albrect, Bakker, Gruman, Macey, & Saks, 2015). 
Engaged, satisfied, and committed employees are critical to ensuring a highly productive 
workforce (Das & Baruah, 2013). Per Aguenza and Mat Som (2012), by understanding 
the level of engagement, satisfaction, and commitment, organizations can determine ways 
to improve organizational practices for the retention of valuable staff members.  
Organizational structure, work experiences, characteristics of the work, and the 
relationships established between management and coworkers influence engagement, 
satisfaction, and organizational commitment (Leite, de A. Rodrigues, & de Albuquerque, 
2014). Sufficiently engaged and satisfied employees tend to produce outstanding results, 
such as increased profitability and improved productivity, so this commitment is of 
strategic importance for organizations (Geldenhuys, Laba, & Venter, 2014). Employees 
are the fundamental source of value creation for a firm, particularly in knowledge-based 
industries such as accounting (Edmans, 2012). By keeping employees engaged, satisfied, 
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and committed, accounting firms do not have to be concerned about employees leaving 
the organization. 
Since 2012, studies are lacking regarding the relationship between employee 
engagement, job satisfaction, and employee organizational commitment, particularly 
within certified public accounting firm professionals. A significant amount of the 
research showed the relationship of engagement and commitment to job satisfaction, but 
minimal research showed how both engagement and job satisfaction affect commitment 
(Zaki Dajani, 2015). The lack of research on how both engagement and job satisfaction 
affects commitment results in the lack of information available. The research conducted 
helps to fill the gap in the examination of the possible relationship between employee 
engagement, job satisfaction, and employee organizational commitment existing within 
the accounting professionals working at certified public accounting (CPA) firms of the 
Northeast Chapter of the NYSSCPA. 
Problem Statement 
As of 2013, Gallup estimated that disengaged employees cost the U.S. economy 
about $450 billion to $550 billion a year in lost productivity (Ruslan, Islam, & Noor, 
2014). With globalization and the age of the knowledge worker continuing to unfold, 
employee retention and employee commitment are two leading challenges facing 
organizations caused by the unprecedented talent mobility globalization allows (Das & 
Baruah, 2013). The general business problem was that CPA business leaders do not 
understand the role that engaged, satisfied, and committed employees play in an 
organization’s success. The specific business problem was that CPA business leaders in 
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Albany County, New York possess little knowledge about how employee engagement 
and job satisfaction influence their employees’ commitment to the organization. 
Purpose Statement 
The purpose of this quantitative correlation study was to determine if there is a 
relationship among employee engagement, employee job satisfaction, and employee 
organizational commitment. The independent variables were employee engagement and 
employee job satisfaction. The dependent variable was employee organizational 
commitment. The targeted population included members of the NYSSCPA Northeast 
Chapter in Albany County, New York. Due to the complexity of the regulatory 
accounting framework, long hours, burnout, and routine tasks, employees in public 
accounting experience low engagement, satisfaction, and commitment (Yakin & Erdil, 
2012). These complexities make the members of the NYSSCPA an appropriate 
population for this study (Chong & Monroe, 2015). This research may have implications 
for positive social change by determining how differing levels of employee engagement 
and job satisfaction influence organizational commitment.  
Nature of the Study 
I used the quantitative methodology for this study. Understanding the relationship, 
if any, between employee engagement, employee job satisfaction, and employee 
organizational commitment required the assessment of CPA business leaders’ perceptions 
of each variable. Kura (2012) stated that the use of mathematical structures supports the 
validity of the data by interpreting the numerical information within the quantitative 
method. Miles, Gordon, and Storlie (2013) suggested the quantitative method promotes 
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the analysis of objective facts and researcher independence. Alternatively, per Sergi and 
Hallin (2011), the qualitative method assists the researcher in describing, decoding, 
translating, and interpreting information and may not yield the complete representation of 
accounting professionals’ views on employee engagement, employee job satisfaction, and 
employee organizational commitment. 
I designed this research after a correlational study using a survey. Correlational 
design was suitable because the primary purpose of the research was to determine if 
relationships exist between variables (Nimon & Oswald, 2013). Unlike the correlational 
design, experimental design involves complete control by the researcher in randomizing 
the participants’ treatments (Levy & Ellis, 2011). Since I could not control the variables 
involved to ascertain cause and effect relationships (Köksal, 2013), a correlational design 
was chosen. 
Research Questions and Hypotheses 
The purpose of this quantitative study was to examine the relationship, if any, 
among employee engagement, employee job satisfaction, and employee organizational 
commitment in New York State CPA firms. The overarching research question was: 
What is the relationship, if any, between employee engagement, employee job 
satisfaction, and employee organizational commitment? Responses to the following 
research questions provided answers to the overarching research question. 
RQ1: What is the relationship, if any, between employee engagement and 
employee organizational commitment? 
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H01: There is no significant relationship between employee engagement and 
employee organizational commitment. 
Ha1: There is a significant relationship between employee engagement and 
employee organizational commitment.  
RQ2: What is the relationship, if any, between employee job satisfaction and 
employee organizational commitment? 
H02: There is no significant relationship between employee job satisfaction 
and employee organizational commitment. 
Ha2: There is a significant relationship between employee job satisfaction and  
organizational commitment. 
RQ3: Is age a moderating factor in the relationship between employee 
engagement and employee organizational commitment? 
H03: Age is not a moderating factor in the relationship between employee 
engagement and employee organizational commitment. 
Ha3: Age is a moderating factor in the relationship between employee 
engagement and employee organizational commitment. 
RQ4: Is age a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment? 
H04: Age is not a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment. 
Ha4: Age is a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment. 
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Theoretical Framework 
The interconnected nature of two theories, social exchange and job demands-
resources theory, provided the theoretical framework for the study (Bakker & Demerouti, 
2014; Musgrove, Ellinger, & Ellinger, 2014). These theories supported the necessity of 
this study regarding the relationship of employee engagement and job satisfaction with 
organizational commitment. Social exchanges between business leaders and employees 
are dependent on the exchanges of resources (Bordia, Restubog, Bordia, & Tang, 2017). 
Emerson first introduced social exchange theory (SET) in 1958. In 1959, Thibaut 
and Kelly expanded the social exchange theory (as cited in Musgrove et al., 2014). Using 
SET, Cropanzano and Mitchell (2005) surmised that people make social decisions based 
on the perceived costs and benefits. Andrew and Sofian (2012) posited that those who 
make decisions based on the costs and benefits are in a state of interdependence with 
others. Employees will engage with the organization and repay the organization at 
different levels in response to the resources they receive from the organization 
(AbuKhalifeh & Som, 2013). Musgrove et al. (2014) found that when organizations 
provide necessary and effective work-related resources, their employees have increased 
engagement and commitment, which benefits the organization.  
Bakker and Demerouti (2014) developed the job demands–resources theory (JD–
RT) in 2006. The basis for the JD-RT theory is Bakker and Demerouti’s assumption that 
work environments can be categorized using two factors, job demands and job resources. 
Job demands refer to the physical, social, and organizational aspects of the job that use 
physical, cognitive, or emotional skills (Molino et al., 2016). Job resources refer to the 
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functional aspects needed to achieve work goals, reduce job demands, and encourage 
professional growth, learning, and development (Bermejo-Toro, Prieto-Ursúa, & 
Hernández, 2015). The availability of job resources predicts the levels of employee 
engagement, satisfaction, and commitment when job demands are high (Brough et al., 
2013). 
Operational Definitions 
Baby Boomers: Baby Boomers are individuals born between 1946 and 1964 
(Mencl & Lester, 2014). 
Employee engagement: Employee engagement is the level of commitment and 
involvement an employee has toward the organization and its values (Anitha, 2014). 
Generation X: Generation X consists of individuals born between 1961 and 1981 
(Cogin, 2012). 
Generation Y: Generation Y consists of individuals born between 1982 and 2003 
(Schullery, 2013). 
Employee job satisfaction: Employee job satisfaction is an individual’s feelings, 
attitudes, and perceptions toward the job that influence the degree of fit within the 
organization (Bin Shmailan, 2016). 
Employee organizational commitment: Employee organizational commitment is 
an employee’s desire to remain with the organization and the commitment to the 
organization’s goals (Albdour & Altarawneh, 2014). 
Tacit knowledge: Tacit knowledge is the type of knowledge difficult to transfer 
and adequately articulate by verbal means (Kabir, 2013). 
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Traditionalists: Traditionalists consist of individuals born before 1944 (Becton, 
Walker, & Jones-Farmer, 2014). 
Assumptions, Limitations, and Delimitations 
Assumptions 
Assumptions are ideas the researcher takes for granted and accepts as being true 
(Ellis & Levy, 2009). Online survey use includes the assumptions that potential biases 
and interventions by the researcher will be eliminated (Althubaiti, 2016). Also assumed 
was that participants would provide unbiased responses and that the results would be 
reflective of the target population. Another assumption was that all participants have 
access to the survey instrument during the same period (Fricker & Schonlau, 2002). The 
participants in this study were members of the NYSSCPA Northeast Chapter in Albany, 
New York, who described their level of engagement, job satisfaction, and organizational 
commitment.  
Limitations 
Limitations are possible weaknesses in the study (Ellis & Levy, 2009). The 
primary objective of this study was to examine employee engagement, employee job 
satisfaction, and employee organizational commitment of members of the Northeast 
Chapter of the NYSSCPA. Despite the benefits of online surveys, survey use is not 
without limitations. Privacy is one concern with online surveys (Cho & LaRose, 1999). 
Stored on the service providers’ server, data collected via third-party providers is not 
under the complete control of the researcher (Chang & Vowles, 2013). Another limitation 
of the study was that participation was voluntary and participants could withdraw at any 
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time. Participants who completed the study may not have represented the overall 
population but rather a certain subset of the whole population.  
Delimitations 
Delimitations are elements within the researcher’s control, but still limit and 
define the boundaries of the study (Ellis & Levy, 2009). The research conducted was with 
a limited population of CPA members, and the results were deemed applicable only to 
that area. The survey results will not be traceable to the actual participants who took the 
time to participate. Another delimitation was the population of members of the Northeast 
Chapter of the NYSSCPA who elected to participate in an online survey.  
Significance of the Study 
Contribution to Business Practice  
In this quantitative study, I examined the relationship, if any, between employee 
engagement, employee job satisfaction, and employee organizational commitment with 
CPA firm members of the Northeast Chapter of the NYSSCPA. I used the results to 
characterize a structure of business practices and decision-making criteria for managers. 
The resulting structure of business practices and decision-making criteria may be applied 
by managers to increase their employees’ level of engagement, satisfaction, and 
commitment in the workplace. 
Implications for Social Change  
Since 2012, few studies exist on the relationship among employee engagement, 
employee job satisfaction, and employee organizational commitment in CPA firms (Nmai 
& Delle, 2014). Many organizations have multigenerational management teams and 
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workers; therefore, expectations and work values will differ (Chi, Maier, & Gursoy, 
2013). This change in the workforce may have negative consequences on the stability of 
operations, the quality of services provided by accounting firms, and the levels of 
employee engagement, employee job satisfaction, and employee organizational 
commitment. These potential problems reinforce the urgency for this study. By raising 
awareness about the relationship between employee engagement, employee job 
satisfaction, and employee organizational commitment, accounting organizations can 
begin to understand that engaged and committed employees are the keys to the continuity 
and delivery of services relied on by their clients. An understanding of the influence that 
employee engagement and job satisfaction have on organizational commitment could 
provide a valuable perspective to an organization. Keeping more engaged and committed 
employees could allow CPA firms to continue to provide high-quality services to their 
clients. 
A Review of the Professional and Academic Literature 
This study included an examination of the literature that supports the research 
conducted. For much of the research I used the Walden University Library, as well as the 
Business Source Complete, ABI/Inform Complete, ProQuest, and EBSCOhost databases. 
Documents and studies obtained from other Internet sources supplemented the review. 
Key search terms used included employee engagement, job satisfaction, work 
engagement, leadership, generational cohorts, institutional knowledge, knowledge 
management, organizational commitment, social exchange theory (SET), job demands-
resources theory (JD-RT), and personnel management.  
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I gathered reference information from 218 resources to support the purpose of this 
study. Of these 218 sources, 211 (97%) were peer-reviewed, scholarly sources, and 175 
(88%) were published within 5 years of my date of graduation. The total peer-reviewed 
sources I used in writing the literature review was 144 (72%), and 134 (93%) of the 
references used in the literature review were published within 5 years of graduation. 
In reviewing the literature, a consensus appeared among scholars regarding the 
relationship between employee engagement and organizational commitment (Albdour & 
Altarawneh, 2014). The literature lacked consensus regarding the concerns and effects of 
engagement and satisfaction on commitment, specifically with CPAs. This lack of 
literature revealed a research gap regarding the relationship among employee 
engagement, employee job satisfaction, and employee organizational commitment in 
CPA firms. 
The first part of the literature review covers both the independent and dependent 
variables of employee engagement, employee job satisfaction, and employee 
organizational commitment. The remainder of the literature review includes research 
about multigenerational workforces and the ways organizations can keep the various 
generations engaged, satisfied, and committed. Additional review covered the concepts 
supporting engagement, satisfaction, and commitment to show the influences of 
engagement, satisfaction, and commitment and to show their impact on each other. The 
research conducted created a useful foundation for the study.  
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Social Exchange Theory  
SET includes exploration of the relationship between the organization and 
employee, which provides a basis for understanding employee engagement, employee job 
satisfaction, and employee organization commitment (Ariani, 2013). The basis of SET is 
the exchange of monetary and nonmonetary rewards between the employee and the 
organization resulting in feelings of obligation, trust, shared values, and long-term focus 
(Slack, Corlett, & Morris, 2015). Based on these exchanges and the perception of the 
employee’s personal value to the organization, the employees level of commitment, 
satisfaction and engagement is affected (Albdour & Altarawneh, 2014) 
Herda and Lavelle (2015) used SET to explain the relationship between individual 
auditors and their clients and how these relationships affected the level of service 
provided. Herda and Lavelle (2013) referred to Fontaine and Pilote’s (2012) stance that 
clients prefer a relational (social exchange) relationship to a transactional (economic-
based exchange) relationship with their auditor. Auditors must interact with clients during 
their work, and the opinion formed by the auditor regarding these relationships will affect 
their level of engagement, satisfaction, and commitment to their job and the organization 
(Svanberg & Ohman, 2015). 
To determine the quality of social exchanges between auditors and the audit firm, 
the perceived organizational support and organizational commitment felt by the employee 
must be considered. The level of commitment felt by an auditor shows their perception of 
the quality of the social exchange relationship they have with the organization. Herda and 
Lavelle (2012) suggested that auditors form social exchange relationships with 
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coworkers, supervisors, clients, and the accounting firm itself. Support from the firm 
plays a key role in the social exchange relationship, which in turn affects the auditor’s 
level of commitment (Ertürk, 2014). An employee’s perception of support determines 
commitment (Eisenberger, Fasolo, & Davis-LaMastro, 1990; Herda & Lavelle, 2012). 
Karanges, Beatson, Johnston, and Lings (2014) investigated whether social exchanges 
involving support and identification influenced internal communication and engagement. 
The findings of Karanges et al. suggested that internal communication, as a method of 
social exchange, greatly influences an employee’s level of engagement. These 
researchers posited that the social exchanges between an employee and supervisor play a 
part in the relationship between the employee and the organization, which shows in the 
employee’s reciprocation of engagement (Ertürk, 2014; Karanges et al., 2014)  
Job Demands-Resource Theory 
The Job Demands-Resource Theory (JD-RT) helps to explain and understand 
employee engagement, job satisfaction, and organizational commitment (Bakker, 
Demerouti, & Sanz-Vergel, 2014). Based on JD-RT, employees face job demands and 
resources to help them deal with the demands (Trépanier, Fernet, Austin, Forest, & 
Vallerand, 2014). Employees need to be provided with the necessary resources to 
perform their work roles since they have consequential effects on employee engagement 
and organizational commitment (Dajani, 2015). Without necessary resources, employee 
engagement, job satisfaction, and organizational commitment suffers. 
Every occupation may have risk factors associated, and these risk factors fall into 
job demands or job resources (Orgambidez-Ramos, Borrego-Ales, & Mendoza-Sierra, 
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2014). Yanchus, Fishman, Teclaw, and Osatuke (2013) researched the relationship 
between job demands and resources to organizational commitment and found that job 
resources and satisfaction predicted engagement. Based on the research, jobs are 
composed of demands and resources. It concludes that job resources such as autonomy, 
skill utilization, professional development, rather than job demands, are better indicators 
of the level of engagement (Albrecht, 2012). 
JD-RT explains the relationship between work-family conflict and engagement, 
satisfaction, and commitment. Cabrera (2013) found work-family conflict increased with 
higher job demands, while available job resources helped to reduce the conflict between 
work and family obligations. Increased job demands increase work-family conflict, and 
place more stress on the employee, affecting their engagement, satisfaction and 
commitment (Nart & Batur, 2014). Job demands lead to higher levels of work-family 
conflict and job resources lead to higher levels of job satisfaction, employee engagement, 
and organizational commitment (Yeh, 2015). 
Schaufeli (2015) conducted research to determine whether career competencies 
are like personal resources within the JD-RT model and posited that personal resources 
increase career competencies. Career competencies are the skills, knowledge, abilities, 
and other characteristics influenced by the employee for job development and effective 
performance of the job (Akkermans, Brenninkmeijer, Huibers, & Blonk, 2013; 
Hennekam, 2016). Akkermans, Schaufeli, Brenninkmeijer, & Blonk (2013) suggested 
personal resources, such as career competencies influences an employee’s level of 
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engagement. Their findings indicated a significant relationship exists between job 
resources, career competencies, and work engagement.  
Employee Engagement 
Employee engagement is an invaluable concept towards many aspects of 
individual and organizational performance.  Research indicated that Kahn (1990) is the 
founder of the employee engagement movement (as cited in Bedarkar & Pandita, 2014; 
Kataria, Rastogi, & Garg, 2013). Kahn described engagement as the harnessing of 
organization members’ selves to their work roles: in engagement, people employ and 
express themselves physically, cognitively, emotionally, and mentally during task 
performance (Schaufeli, 2012).  
The characteristics of employee engagement are vigor, dedication, and absorption. 
Vigor is the exhibition of high levels of energy and the willing devotion of time and 
energy to the job (Kataria et al., 2013). Dedication is the extent to which an employee is 
willing to invest his or her time, energy, and effort into his or her job and the sense of 
meaning, pride, or challenge derived from the job (Cahill, McNamara, Pitt-Catsouphes, & 
Valcour, 2015). Absorption is the difficulties experienced in disengaging from work 
(Jeve, Oppenheimer, & Konje, 2015). These characteristics indicate that engagement has 
three dimensions: a physical (vigor), an emotional (dedication), and a cognitive 
(absorption) element (Truss, Alfres, Delbridge, Shantz, & Soane, 2014). 
Anitha (2014) identified and tested valid determinants of employee engagement. 
These determinants of engagement are controllable by the organization. A supportive 
work environment, where management shows concern for employees and allows 
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employees to voice their thoughts and feelings, is a core determinant of the level of 
engagement employees feel (Sanneh, 2015). CPA business leaders who are supportive 
and inspiring increase the engagement level of their followers by increasing involvement 
in, and enthusiasm for, the followers’ work (Hayati, Charkhabi, & Naami, 2014). Per 
Anitha (2014), employees who have supportive relationships with co-workers’ 
experience higher engagement levels because they feel safe trying new things without 
fear of the consequences.  
Training and career development allow the employee to increase his or her 
confidence in the job and provide more engagement with his or her job. Training 
provides the employee with opportunities for growth and development, which helps with 
career advancement and commitment (Jehanzeb & Ahmed Bashir, 2013). Compensation, 
whether financial or non-financial, is a core factor in engagement. Employees who feel 
rightly compensated, whether through their salary or extra time off, will show higher 
levels of engagement (Jalani & Juma, 2015). Research indicated the organization’s 
policies relating to recruitment have an impact on employee engagement and 
commitment. Organizations that support flexible work arrangements, allowing employees 
to balance their work and home lives notably leads to engaged employees (Anitha, 2014). 
The interest of the organization in the well-being of the employee also affects employee 
engagement. The more interest an organization shows for the welfare of the individual, 
the more engaged the employee because he or she feels the organization cares about him 
or her on a personal level (Anitha, 2014). Highly engaged employees find satisfaction 
with their jobs. 
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Job Satisfaction  
In the research, researchers define job satisfaction as the level of contentment that 
employees feel about their job overall and specific aspects of the job (Baseri, 2013; van 
Scheers & Botha, 2014). This description is not a static definition because job satisfaction 
means something different to everyone. Upper-level management should not overlook the 
effect that job satisfaction and engagement have on the overall atmosphere of the 
organization (Fischer & Montalbano, 2014). 
Multiple studies included examination how the culture of an organization affects 
job satisfaction. Organizational culture has strong and deep impact on the performance of 
the employees (Habib, Aslam, Hussain, Yasmeen, & Ibrahim, 2014). Research indicated 
that a supportive organizational culture may increase the satisfaction levels of employees 
(Uddin, Luva, & Hossian, 2013). Belias and Koustelios’s (2014) conclusion that a 
worker’s assessments of the organization’s culture, particularly the social support and 
leadership aspects of this culture, can influence his or her job satisfaction level supports 
Uddin et al. (2013) research. The culture of an accounting firm plays an important part on 
the engagement, satisfaction, and commitment of the employees. 
Andreassi, Lawter, Brockerhoff, and Rutigliano (2014) hypothesized that 
masculine cultures, rather than feminine cultures, would have a stronger relationship with 
job satisfaction. Both masculine and feminine cultures value accomplishment and 
recognition. Masculine cultures prefer a sense of accomplishment, while personal 
recognition is important to feminine cultures (Fening & Beyer, 2014). Satisfied workers 
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result when employees receive both, a sense of accomplishment and personal recognition 
(Uzonna, 2013). 
Researchers studied various factors that affect the degree of job satisfaction 
among employees. These factors include pay, promotions, supervision, co-workers, 
communication, and benefits. Mpeka (2012) found that co-workers, pay, promotion, 
supervision, and the work itself have a significant influence on job satisfaction levels of 
Tanzanian CPAs. Other research findings indicated that the level of job satisfaction 
among CPAs is dependent on promotion and development opportunities, such as on-the- 
job training and job diversity (Salehi, Moradi, & Dehghan, 2013). Lumley, Coetzee, 
Tladinyane, and Ferreira’s (2011) results are in line with Spector’s (1997). Miarkolaei 
and Miarkolaei (2014) found that participants who were happy with pay, promotion, 
supervision, benefits, co-workers, and communication emotionally attach to the 
organization. 
The level of job satisfaction can be an important indicator of employee behavior. 
Non-professional behavior, such as absenteeism, may be the result of a low level of job 
satisfaction (Salehi, Gahderi, & Rostami, 2012). Javed, Balouch, and Hassan (2014) 
suggested that a low level of job satisfaction will have an adverse impact on the 
organization, while a high level of satisfaction will result in a positive effect on the 
organization. The various levels of job satisfaction within an organization also have 
financial repercussions. High levels of job satisfaction may enhance the organization’s 
financial position, but labor costs will increase, thus reducing firm value (Edmans, 2012).  
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Accountants, whether self-employed or salaried employees need to have 
engagement, satisfaction and commitment to their job and organization. Millan, Hessels, 
Thurik, and Aguado (2013) found that self-employed individuals are highly satisfied with 
the type of work they did, while paid-employed individuals reported higher levels of 
satisfaction with job security. Self-employed workers have more independence and 
flexibility, which causes them to be more satisfied with their job, than paid employees 
(Alvarez & Sinde-Cantorna, 2014). Per Lange (2012), employed individuals must obey 
orders given by their superiors, while self-employed individuals experience a higher level 
of self-determination and freedom.  
Organizational Commitment 
Organizational commitment is the level of an employee’s loyalty and commitment 
to the organization and the goals of the organization (Agyemang & Ofei, 2013). Research 
illustrated that organizational commitment is higher in private sector workers compared 
to public sector employees (Bullock, Stritch, & Rainey, 2015). Goulet and Frank (2002) 
supported these findings by claiming that extrinsic rewards (salary, fringe benefits, etc.) 
are critical factors in determining levels of commitment, especially in a robust economy.  
The business leaders believe the amount of their employees’ commitment affects 
the performance of the business. Organizations that have high levels of employee 
organizational commitment result in higher levels of job satisfaction, better customer 
service, and employee longevity (Kashefi et al., 2013; Nguyen, Mai, & Nguyen, 2014). 
Employees with organizational commitment share their knowledge for the betterment of 
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the organization (Casimir, Lee, & Loon, 2012), causing the employees to become 
relevant to the organization. 
Meyer and Allen (1991) classified organizational commitment into three 
components: affective commitment, normative commitment, and continuance 
commitment. Affective commitment refers to the emotional attachment to, identification 
with, and involvement in the organization (Meyer & Allen, 1991; Memari, Mahdieh, & 
Marnani, 2013). Mowday, Porter, and Steers (1982; as cited in Adekola, 2012) believed 
the following three factors are involved with affective organizational commitment: (a) a 
strong belief in, and acceptance of, the organization’s goals and values; (b) a willingness 
to exert considerable effort on behalf of the organization; and (c) a definite desire to 
maintain membership in the organization. Normative commitment refers to the 
employee’s feelings of obligation to continue employment resulting from pressures due 
to organizational requirements (Memari et al., 2013; Meyer & Allen, 1991). Continuance 
commitment is the level of attachment associated with the perceived costs of leaving the 
organization (Memari et al., 2013; Meyer & Allen, 1991). 
Generational Cohorts 
Many organizations have a multigenerational workforce, which affects 
engagement, satisfaction, and commitment levels. As of 2016, the workforce consists of 
four cohort generations (Chi et al., 2013; Schullery, 2013). These cohorts have a well-
defined beginning and ending dates. In a review of the literature, there are slight 
variances on generational naming and the beginning and ending dates of the four 
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generations. Table 1 includes the age group, core values, and defining moments that 
identify each generation in the current workforce (Marbury, 2012). 
Table 1 
 
General Attributes 
 
 
 
Four generational cohorts coexist in the current workforce (Chi et al., 2013; 
Schullery, 2013). These four generations are the Traditionalists, Baby Boomers, 
Generation X, and Generation Y (Millennials). Research shows that these generational 
cohorts are distinct in their characteristics and attitudes. These distinct generational 
characteristics are a result of the significant economic, political, and social events that 
they experienced while growing up (Lyons & Kuron, 2013). 
Baby Boomers. Members of the Baby Boomer generation are more loyal, 
committed, competent, friendly, and reliable, and they have a strong work ethic (Chi et 
Generation Year of birth Core values Defining moments
Traditionalist Before 1944 
10% of the 
workforce       
75 million born
Dedication, hard 
work, and respect 
for authority
The Great 
Depression, the 
Second World War, 
Lindbergh, FDR
Baby Boomers 1944-1960 
45% of the 
workforce       
80 million born
Optimism, 
personal 
gratification, and 
growth
JFK, civil rights and 
women's movement
Generation X 1961-1981 
30% of the 
workforce      
46 million born
Diversity, techno-
literacy, fun, 
informality
The Challenger 
incident, AIDS, 
Rodney King
Generation Y 1982-2003 
15% of the 
workforce     
76 million born
Optimism, civic 
duty, confidence, 
achievement
Terrorism, Oklahoma 
City bombing, 
computers, the 
Internet
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al., 2013; Helyer & Lee, 2012; Schullery, 2013). Boomers realize that they have spent 
most of their lives working and are now looking for a balance between work and 
relaxation (Chi et al., 2013). Members of this generation are workaholics who live to 
work and are very concerned with their self-interests (Money, O’Donnell, & Gray, 2014). 
The world’s largest cohort is the Boomer generation. This group affects all areas 
of life, including business, society, and the economy (Money et al., 2014). The significant 
events that shaped the Boomer generation were the civil rights movement, the women’s 
movement, the Vietnam War, and the assassinations of John F. Kennedy, Robert 
Kennedy, and Martin Luther King, Jr. (Cogin, 2012). Per Moon and Dilworth-Anderson 
(2015), Boomers show a longer and more varied work history and stop working for pay 
in their late 60s rather than at age 60 or 65. 
Generation X. The members of the Generation X cohort are empowered, self-
directed, resourceful, and more accepting of diversity (Money et al., 2014). This 
generation has concerns with work-life balance, as many in this cohort grew up with 
working parents or in a one-parent household due to the prevalence of divorce (Cogin, 
2012). Hernaus and Vokic (2014) suggested that this generation prefers a job or task with 
multiple options to stay engaged and are reluctant to commit; they desire training 
opportunities and are entrepreneurial. 
Generation Y. Nexters, Millennials, and Echo Boomers (Tubey, Kurgat, & 
Rotich, 2015) are just a few titles that refer to Generation Y. The Millennials concern 
themselves more with work-life balance and are more likely to switch jobs more often 
when they are unhappy in their career. The Millennials grew up in the digital age using 
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the Internet, handheld devices, and social networking, and receptive to new technologies 
than the older generations (Park & Gursoy, 2012). These generational differences 
described above indicate the possibility that engagement, job satisfaction, and 
organizational commitment means different things to the different generations. 
Knowledge Management 
As organizations lose employees from the Baby Boomer generation and gain 
members from Generation Y, they need to manage the knowledge that is leaving and 
coming in to maintain employee engagement, employee job satisfaction, and employee 
organizational commitment (Chatterjee, 2014). Research showed that to achieve and 
maintain competitive advantage, a systematic handling of knowledge is necessary to 
ensure continuity of operations (Chatzoudes, Chatzoglou, & Vraimaki, 2015). Relying on 
the experience of older generations causes a vulnerability in firms’ due to the loss of 
resources and competitive advantage (Burmeister & Deller, 2016). Argote (2013) 
suggested that the availability of critical knowledge is one of the most important success 
factors for organizations to achieve competitive advantages in knowledge-driven 
economies. 
Knowledge management, in the literature, is a set of procedures or tools, used to 
manage, circulate, and share knowledge within and across organizations (Edvardsson & 
Durst, 2013; Saremi & Saeidi, 2014). Knowledge in knowledge management consists of 
the intellectual assets of an organization, which include databases, documents, policies, 
and procedures, as well as uncaptured tacit knowledge expertise and experience found in 
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individual employees (Sharma & Saurabh, 2014). Figure 1 depicts the key principles and 
practices that support knowledge management. 
 
Figure 1: Knowledge management components.  
 
Hicks, Dattero, and Galup (2006) suggested in their research that processed 
information becomes knowledge once in a person’s mind, and once shared, it becomes 
information. Based on these findings, Hicks et al. proposed a five-tier hierarchy for 
knowledge management (5TKMH) (as cited in Nold, 2011). The hierarchy provides a 
way to evaluate the knowledge management effort in the organization and identifies the 
relationships between knowledge sources (Sattar, 2012). The hierarchy recommended 
may be used to inventory knowledge assets, evaluate knowledge management strategy, 
and plan and manage the evolution of knowledge assets in the firm. Ragab and Arisha 
(2013) posited that the hierarchy depends on the quality of information and the 
effectiveness of the knowledge integration in the organization.  
Knowledge 
Management
Organized 
Information
Systematic 
Process
Disseminating 
Information
Selecting 
Knowledge
Deploying 
Knowledge
Create Unique 
Value
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Knowledge-Sharing Culture  
Organizations may need to make changes to the corporate culture to implement 
knowledge management programs. A knowledge-sharing culture is necessary to maintain 
employee engagement, employee job satisfaction, and employee organizational 
commitment (Giri, Nimran, Hamid, & Al Musadieq, 2016). One important factor in 
knowledge management is a knowledge-friendly culture (Megdadi, Al-Sukkar, & 
Hammouri, 2012). Amayah (2013) suggested for an organizational knowledge- sharing 
culture to work, the employees and management need to buy into and be receptive to the 
idea. Engaged employees take positive actions, such as knowledge sharing, to further the 
organization’s reputation and interests (Ford, Myrden, & Jones, 2015). A knowledge 
sharing culture impacts an employee’s engagement, job satisfaction and organizational 
commitment. 
Organizations implement knowledge management systems (KMS) to promote and 
help facilitate knowledge sharing. These KMS are technology-supported information 
systems that assist in documenting, distributing, and transferring explicit and tacit 
knowledge among employees to increase organizational effectiveness and efficiency 
(Kothari, Hovanec, Hastie, & Sibbald, 2011). Research suggested that 60% of global 
corporations have spent more than $4.8 billion on KMS such as Intranets, electronic 
bulletin boards, and electronic communities of practice (Wang, Noe, & Wang, 2014). 
Babcock (2004) (as cited in Sánchez, Sánchez, Collado-Ruiz, & Cebrián-Tarrasón, 2013) 
estimated that $31.5 billion is lost per year by Fortune 500 companies because employees 
fail to share knowledge. 
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Knowledge Loss 
Organizations lose useful knowledge and human capital through retirements and 
attrition. The loss of knowledge will have negative implications for employee 
engagement, employee job satisfaction, and employee organizational commitment. Not 
only are Baby Boomers leaving the workplace, but younger generations change jobs 
more frequently than older generations did (Lyons & Kuron, 2013; Martins & Martins, 
2014). With each person that leaves, organizations lose business-critical, experience 
based knowledge. This loss of knowledge affects not only the competitive advantage of 
the organization but also its bottom line. Kumar (2012) suggested that codification of 
knowledge will prevent knowledge loss by organizations due to attrition of employees  
With Baby Boomers readying for retirement and the younger generation changing 
jobs more frequently, organizations experience a loss of knowledge. Older workers take 
with them valuable knowledge of company culture, subject-matter expertise, knowledge 
about past failures and successes, and information about key players in the business or 
industry (Daghfous, Belkhodja, & Angell, 2013; Joe, Yoong, & Patel, 2013). This loss of 
knowledge leads to lower productivity, lessening competitive advantage, and lower 
quality services, which all have significant implications for the organization (Schmitt, 
Borzillo, & Probst, 2011). Once organizations realize the importance of the knowledge 
held by older employees, the knowledge-transfer process can begin to capture this 
knowledge.  
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Tacit Knowledge/Intellectual Capital 
In losing employees to low employee engagement, low job satisfaction, and low 
organizational commitment, a company loses the experiences, competencies, and 
knowledge of those employees, which may affect the bottom line, competitive advantage 
and other employee’s engagement, satisfaction, and commitment. The accumulated 
knowledge that employees take with them when they leave is tacit knowledge or 
institutional memory (Mahoney & Kor, 2015). Polanyi (1966) (as stated in Peet, 2012) 
referred to tacit knowledge as knowing more than we can tell. Per Kothari, Rudman, 
Dobbins, Rouse, Sibbald, and Edwards (2012), tacit knowledge means understanding 
how things work, what happened, and why in prior experiences.  
Tacit knowledge is not the only important resource an organization has; 
intellectual capital is also significant. Intellectual capital falls into three components: 
human capital, organizational capital, and social capital (Gottwald, Lejsková, Švadlenka, 
& Rychnovská, 2015). The human capital portion of intellectual capital is the knowledge, 
skills, and capabilities of individual employees (Hsu & Sabherwal, 2012; Wang, Wang, 
& Liang, 2014). Organizational capital describes the institutionalized knowledge residing 
in databases, manuals, cultures, systems, structures, and processes (Roman & Jana, 
2012). Social capital is the knowledge embedded in the networks of relationships and 
interactions among individuals (Hsu & Sabherwal, 2012; Wang et al., 2014). 
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Knowledge Transfer 
The ability to transfer tacit knowledge, or institutional memory, to the younger 
generation should be important to companies to maintain their competitive advantage 
(Abdul-Jalal, Toulson, & Tweed, 2013) and enhance employee engagement, satisfaction, 
and commitment levels. Each generation has its preferences, each view and uses 
technology differently, and each has unique approaches to the work environment. By 
transferring knowledge, organizations look to organize, create, capture or distribute 
knowledge and ensure its availability for future users (Wambui, Wangombe, & Muthura, 
2013). There are many ways to accomplish the transfer of knowledge (Krishnaveni & 
Sujatha, 2012). Figure 2 depicts how to accomplish the transfer of explicit and implicit 
knowledge. 
Active Learning
Apprenticeships
Explicit Transfer by Mentoring
Knowledge Formal Socialization and
Transfer Methods       Externalization
Interviewing Techniques
Knowledge Mini Case Studies
Transfer Brainstorming Camps
Metaphors and Analogies
Implicit Transfer by Communities of Practice
Knowledge Formal and Town Hall Meetings
Transfer Informal Blogs
Methods E-Learning and
     E-Collaboration
Social Networks
Figure 2. Knowledge transfer methods.  
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One method of knowledge transfer is mentoring. Mentoring is a partnership where 
one person (the mentor) shares knowledge, skills, information, and perspectives with 
another individual (the mentee) to develop the personal and professional skills of the 
latter (Fleig-Palmer & Rathert, 2015). The mentoring relationship can be either formal or 
informal (Desimone et al., 2014). Per Inzer and Crawford (2005), the management of the 
organization develops a formal mentoring program, while informal mentoring is a type of 
voluntary mentoring where one employee, whether the mentor or mentee, initiates the 
relationship to help a fellow employee. 
Mentoring is beneficial for multigenerational workforces and diverse cultures 
(Short, 2014b). This method of knowledge transfer allows for the matching of mentors 
and mentees per their preferences (Desimone et al., 2014). Everyone learns differently 
and by offering the mentoring option, knowledge transfers between the generations in an 
individualized way. People oversee their learning while mentoring (Short, 2014a). 
Another method of knowledge transfer is communities of practice (CoP) (Cheung, 
Lee, & Lee, 2013). Wenger, McDermott, and Snyder (2002) provided a definition of CoP 
as a group of people who share a concern, a set of problems, or a passion about a topic, 
and who deepen their knowledge and expertise in this area by interacting on an ongoing 
basis. Per Kirkman, Cordery, Mathieu, Rosen, and Lee (2013), these communities 
provide an environment for storytelling, collaboration, questions, and dialogues of all 
relevant knowledge transferred and accessible to others. 
One of the primary enablers of knowledge sharing or transfer is information 
technology (IT). The use of IT facilitates the transfer of knowledge by supporting various 
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conversions of tacit-explicit knowledge and enabling people to express their ideas, 
perspectives, and opinions (Panahi, Watson, & Partridge, 2013). The rapid advances in 
information technology, such as personal electronic devices and e-business applications, 
has brought new dimensions to knowledge sharing and transfer (Tong, Wah Tak, & 
Wong, 2014). Venkitachalam and Busch (2012) posited that although IT can allow an 
easier transfer of knowledge, there can also be a disruptive effect because IT provides a 
means of communication that is electronic rather than face-to-face. 
Leadership 
Research indicated that the next generation of leaders is not prepared, or does not 
have the necessary competencies, for a leadership role (Hagemann & Stroope, 2013). The 
development of future leaders is vital for organizations to survive and remain 
competitive. Although the fundamental skills needed by leaders—such as creating a 
vision, leading teams, driving results, and managing work—are no different from the 
past; research indicates that future leaders need new skills (Kalenderian, Taichman, 
Skoulas, Nadershahi, & Victoroff, 2013). Catchings (2015) found that the ability to apply 
critical thinking to complex situations is a skill for the next generation of leaders to have. 
These researchers also found that future leaders need to be flexible and tolerant, as the 
workforce will consist of multiple generations and cultures. 
As people are promoted up through the organization, they must learn new skills 
and competencies to maintain their position. Organizations need to be able to identify the 
crucial skills required for the different levels within the company and provide support, 
training, and development opportunities to the individuals who need these skills (Prewitt, 
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Weil, & McClure, 2011). Per Day, Fleenor, Atwater, Strurm, and McKee (2014) one way 
to do identify crucial skills is through leadership development programs. Leadership 
development programs—such as executive coaching, 360-degree feedback, and 
simulations or action learning assignments—are options to help leaders garner the 
necessary competencies for leadership. Deaton, Wilkes, and Douglas (2013) posited that 
leadership development programs should cover a broad set of leadership skills and not 
only teach these skills but also show how to apply these skills in practice. Organizations 
that offer leadership development programs provide their employees with job resources 
to increase their engagement, satisfaction, and commitment. 
Transactional leadership. First described by James Burns in 1978, transactional 
leadership refers to a quid pro quo relationship between a leader and a follower 
(Whittington, Coker, Goodwin, Ickes, & Murray, 2009). Exchange, such as a reward and 
punishment system, establishes this type of relationship. The assumption that underpins 
transactional leadership is that rewards and punishments are the best motivators for 
employees (Nikezic, Puric, & Puric, 2012). Followers receive rewards for good work and 
are punished for bad work (Odumeru & Ifeanyi, 2013). 
Rules, procedures, and standards are critical essentials for a transactional leader. 
Transactional leaders focus on short-term goals, standards, procedures, rules, and control 
(Nikezic et al., 2012). Leaders who follow a transactional model of leadership look to 
maintain the status quo, complete established tasks, emphasize extrinsic rewards, and 
avoid unnecessary risks by focusing on improving efficiency in the organization 
(McCleskey, 2014). Popli and Rizvi (2016) posited that transactional leadership style has 
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a positive association with employee engagement and that transactional managers 
motivate subordinates by rewarding and appreciating their followers instead of task 
accomplishment. 
Research indicates two integral factors to transactional leadership: contingent 
reward and management by exception (Vaccaro, Jansen, Van Den Bosch, & Volberda, 
2012; Odumeru & Ifeanyi, 2013). Contingent reward motivates with clear expectations 
and subsequent rewards for accomplishing the goal (Vaccaro et al., 2012). The rewards 
are a motivational tool for the followers. Leadership by exception is a system in which 
the transactional leader must intervene because the follower does not meet the acceptable 
standard of their work (Odumeru & Ifeanyi, 2013). 
A review of the literature shows that transactional leadership adversely effects an 
employee’s engagement. Breevart et al. (2014) found that transactional leadership may be 
useful in stimulating worker engagement, but it is not as effective as transformational 
leadership. By providing contingent rewards, the transactional leader might inspire a 
reasonable degree of involvement, loyalty, commitment, and performance (Keskes, 
2014). Simic (1999) as cited in Marbury (2012) stated that anyone could be a 
transactional leader; however, a transformational leader can be flexible and handle any 
situation at any time. 
Transformational leadership. Transformational leadership is one of the two 
leadership styles described by James Burns in 1978 and then expanded on by Bass in 
1985 (McCleskey, 2014). Transformational leaders stimulate and inspire followers to 
provide a little more effort to achieve group goals (Odumeru & Ifeanyi, 2013). Leaders of 
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this style articulate a vision that focuses employees’ attention on their contributions to the 
organization (Grant, 2012).  
Per Eisenbeiss and Boerner (2013), transformational leadership comprises of four 
integral factors: (a) idealized influence, (b) inspirational motivation, (c) intellectual 
stimulation, and (d) individualized consideration. Transformational leaders exhibit these 
components in varying degrees to achieve the desired outcomes from their followers 
(McCleskey, 2014). Grant (2012) stated that inspirational motivation highlights a 
significant vision; idealized influence connects this idea to shared values, and individual 
consideration personalizes this connection. Transformational leadership has a positive 
effect on an employee’s engagement, satisfaction, and commitment.   
Idealized influence. This component of transformational leadership refers to role 
model behavior that followers want to emulate (Boerner, Eisenbeiss, & Griesser, 2007). 
The transformational leader develops trust and confidence with the follower by putting 
the follower’s needs before his or her own (Yasin, Nawab, Bhatti, & Nazir, 2014). Per 
Sadeghi and Lope Pihie (2012), the role model characteristic allows the leader to 
establish essential values and behaviors and instill in the follower a desire to achieve the 
goals of the organization. 
Inspirational motivation. With inspirational motivation, the leader is a motivator 
and a cheerleader; he or she shows enthusiasm, optimism, and support for the shared 
goals (Boerner et al., 2007). These leaders formulate a vision that a follower can identify 
with, and then they explain or demonstrate how the follower can contribute to this vision 
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(Loon, Lim, Lee, & Tam, 2012). Jyoti and Bhau (2015) stated that transformational 
leaders provide motivation to followers by building trust and confidence 
Intellectual stimulation. An intellectual leader inspires followers by promoting 
creativity and innovation (Loon et al., 2012). This type of leader asks questions, reframes 
problems, and approaches old methods in new ways (Boerner et al., 2007). Manafi and 
Subramaniam (2015) posited that an intellectual approach encourages followers to be 
creative and come up with new ideas that sustain competitive advantage. 
Individualized consideration. This feature allows the leader to consider the 
followers’ strengths and weaknesses, to determine how best to work with them (Zacher, 
Pearce, Rooney, & McKenna, 2014). These leaders invest in the development of the 
follower and provide learning opportunities to develop the follower’s skills (Loon et al., 
2012). Keskes (2014) suggested that individualized consideration implies that business 
leaders pay attention to, respect and care for their employees and their development 
within the organization. 
The type of leadership style that a leader employs influences the followers’ level 
of engagement and commitment. Research shows that transformational leadership plays 
an integral role in employee engagement (Hayati, Charkhabi, & Naami, 2014). 
Transformational leaders straightforwardly affect the levels of engagement experienced 
by their followers through positive interactions and building relationships (Ghadi, 
Fernando, & Caputi, 2013). Leaders who show support and encourage team member 
development can expect to have higher levels of engagement in their members (Xu & 
Cooper Thomas, 2011). 
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A review of the research indicated that transformational leadership impacts 
organizational commitment (Yahaya & Ebrahim, 2016). A study conducted by Dunn, 
Dastoor, and Sims (2012), involving professional employees from a large multinational 
corporation with locations in the United States and Israel, found that there is a positive 
correlation between a transformational leadership style and affective and normative 
aspects of commitment. Research by Clinebell, Škudienė, Trijonyte, and Reardon (2013) 
supported these findings by showing the most compelling relationship was between 
transformational leadership and the affective component of organizational commitment.  
Joo, Yoon, and Jeung (2012) surveyed subjects from a Fortune Global 500 
company in Korea and found that vision articulation, group goal promotion, and 
intellectual stimulation—all aspects of transformational leadership—have a positive 
affiliation with organizational commitment. Rehman, Shareff, Mahmood, and Ishaque 
(2012) examined educational sector employees’ perceptions of leadership styles in 
Pakistan. Research findings by Yahaya and Ebrahim (2016) indicated that both 
transformational and transactional leadership styles affect organizational commitment, 
but transformational leadership more effectively enhances an employee’s level of 
commitment. 
Summary  
Accounting and auditing are high-stress professions. Challenging aspects of this 
field include meeting deadlines, working during the tax season, passing the CPA exam, 
and having a personal life. These challenges take their toll and affect the level of 
engagement, satisfaction, and commitment of accountants and auditors. Certified public 
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accountants are professionals who develop expertise in their fields, creating a bond with 
the clients they serve. If there are no sufficiently engaged, satisfied, and committed 
accountants, there will be a severe strain on the quality and consistency of services 
provided by CPAs. 
Section 1 provided the base for the remaining components of the research study. 
The key points from Section 1 are the discussions on employee engagement, employee 
job satisfaction, and employee organizational commitment. A review of the literature lays 
the foundation for the study and to aid in answering the research questions.  
In Section 2 I outline the methods that will be used to collect the necessary data to 
support the research study. Also included is a discussion on the applicability of the 
research method and design. Section 2 provides details about the study participants and 
their qualifications for participating. Finally, I discuss the role of the researcher along 
with the reliability and validity of the research instrument. 
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Section 2: The Project 
I tested the hypotheses via the quantitative method using a valid survey 
instrument. Section 1 and the literature review contained an introduction to the body of 
knowledge leading to the research question. Section 2 includes a description of the 
method I used to answer the research questions. This section also includes a discussion 
on the purpose of the study, details of the research process, and information about the 
population involved in the study. 
Purpose Statement  
The purpose of this quantitative correlation study was to determine if there was a 
relationship among employee engagement, employee job satisfaction, and employee 
organizational commitment. The independent variables were employee engagement and 
employee job satisfaction. The dependent variable was employee organizational 
commitment. The targeted population included members of the NYSSCPA Northeast 
Chapter in Albany County, New York. Due to the complexity of the regulatory 
accounting framework, long hours, burnout, and routine tasks, employees in public 
accounting experience low engagement, satisfaction, and commitment (Chong & 
Monroe, 2015) making the members of the NYSSCPA an appropriate population for this 
study. This research may have implications for positive social change by determining 
how differing levels of employee engagement and job satisfaction influence 
organizational commitment. An understanding of the influence that employee 
engagement and job satisfaction have on organizational commitment could provide a 
valuable perspective to an organization. By having more engaged and committed 
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employees, CPA firms could continue to provide high-quality services to their clients and 
retain highly qualified employees. 
Role of the Researcher 
As the researcher, my role was to ensure that the study was scientifically sound 
and to ensure that participants were clear on their specific role (Brett et al., 2014). My 
collaborative work with CPAs led to an interest in knowing how accounting professionals 
working at CPA firms in Northeast New York remained engaged, satisfied, and 
committed to their firms and jobs. I examined of the current state of and relationship 
among employee engagement, employee job satisfaction, and employee organizational 
commitment with members of the NYSSCPA working at firms located in Northeast New 
York State. Participants of this study were accounting firm members of the Northeast 
Chapter of the NYSSCPA.  
Participants 
Accountants face various job pressures that influence their engagement, 
satisfaction, and commitment (Chong & Monroe, 2015). A profession in accountancy 
requires a strenuous workload, grueling tax seasons, long hours, and an adaptability to 
changing regulations (Ozkan & Ozdevecioğlu, 2013). In the face of these pressures, job 
satisfaction is a key factor in a CPA’s success and performance (Yakin & Erdil, 2012). 
The researcher surveyed Albany County, New York, members of the NYSSCPA 
Northeast Chapter. The eligibility criterion for the sample was that individuals must be 
members of the Northeast Chapter and be employed in Albany County. The total Albany 
County membership of the Northeast Chapter of the NYSSCPA was approximately 295.  
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I gained access to the participants through permission from the executive director 
of the society (see Appendix A). The request-for-permission letter included the topic of 
the study, the study’s intended goals, and the approximate survey duration.  It advised 
participants that participation was voluntary and assured anonymity. The letter also 
contained a statement that there were no risks or direct benefits to the individuals 
participating, but that information gained would provide valuable insight into the 
leadership planning needs of CPA firms in New York State.  
Research Method and Design 
Research Method  
The research method for this study was quantitative. A quantitative correlational 
design allows the researcher to examine the relationship between an independent and 
dependent variable (Field, 2013). When using correlational research, the researcher uses 
measuring and observation to determine relationships among variables without any 
intervention from the researcher (Ingham-Broomfield, 2014). I intended to provide 
insight regarding perceptions of employee engagement, employee job satisfaction, and 
employee organizational commitment from members of the NYSSCPA. Quantitative 
methodology allows for an analytical approach (McCusker & Gunaydin, 2015). The 
quantitative methodology helped determine whether a pattern existed in the relationship 
among employee engagement, employee job satisfaction, and employee organizational 
commitment.  
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Research Design 
The research design of this study used a survey structure. Per Bird (2009), surveys 
allow the researcher to gather data on the participants’ behavior, beliefs, knowledge, and 
perceptions of the subject matter under investigation that supports the purpose of a study. 
Since the involvement of the researcher is nonexistent, participants who would normally 
not participate in telephone surveys may be more willing to respond to a computer survey 
(Szolnoki & Hoffman, 2013). Survey use enables uniformity for all participants. Per 
Ohly, Sonnentag, Niessen, and Zapf (2010), the cross-sectional design of self-report 
surveys is the most common method used. Using questions aimed at determining the 
participant’s level of engagement, job satisfaction, and organizational commitment 
supports the inquiry into whether there is a relationship among employee engagement, 
employee job satisfaction, and employee organizational commitment. The quantitative 
data derived from the collected responses of participants responding to the survey 
instrument would determine such a relationship. 
Population and Sampling  
For this study, a purposive sampling of the 295 members of the NYSSCPA in 
Albany County, New York, was the population. Purposive sampling was an appropriate 
sampling methodology considering the chosen design was a nonexperimental, 
correlational analysis. Purposive sampling is the selection of participants based on 
characteristics and those who have the best information concerning the topic being 
studied (Elo et al., 2014). Patterson and Morin (2012) posited that generalization requires 
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an adequate representation of the population since nonprobability sampling is less 
generalizable than probability sampling.  
This study focused on 295 Albany County members of the NYSSCPA. I 
conducted an a priori sample size power analysis using a statistical software package, 
G*Power version 3.1.9.2 software (Faul, Erdfelder, Buchner, & Lang, 2009). The a priori 
power analysis, assuming an effect size (f 2= 0.15), an alpha level of α = 0.05, indicated 
that the required sample was 55 participants to achieve a statistical power of 80%. 
Considering online surveys have a response rate of 24% - 30% (Sanchez-Fernandez, 
Munoz-Leiva, & Montoro-Rios, 2012), this participant sample size was reasonable.  
Ethical Research 
Access to the population occurred through e-mail with the NYSSCPA (see 
Appendix A). An NYSSCPA member e-mailed a link to the survey instrument to 
members of the population. The body of the e-mail included an introductory letter that 
presented the purpose of the study, informed the participants that their participation was 
voluntary, and advised them that the data obtained would be kept confidential. Once the 
participants opened the survey, they saw the same introductory letter explaining the 
purpose of the study. Participants were asked to provide informed consent and acceptance 
via Skip Logic, indicating their participation was voluntary and that they could withdraw 
at any time. I advised the participants that any data collected would be safe and secured 
in a fireproof safe for 5 years after which the data will be destroyed and discarded. 
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Instrumentation 
A survey consisting of three separate instruments was used to collect data for this 
study. This instrumentation method enhanced cost-benefits and ease of access to the 
population of the study located throughout New York State. SurveyMonkey was the 
survey construction tool used in this study. The survey included questions geared to 
identify the levels of engagement, job satisfaction, and organizational commitment of 
members of the organization. 
The survey included 63 fixed-response questions identifying the demographics of 
the participants and their level of engagement, job satisfaction, and organizational 
commitment. The instrument was delivered using SurveyMonkey and took approximately 
10 to 15 minutes to complete. The full survey can be found in Appendix B. 
Employee engagement, one of the independent variables, was measured using the 
Work and Well-Being Survey (UWES-9) reported by Schaufeli, Bakker, and Salanova in 
2006. The UWES-9 measures work engagement levels and has been used in several 
countries and studies. The scale used in this survey consists of nine items and measures 
three identified subdimensions of employee engagement: vigor, dedication, and 
absorption. Vigor refers to mental resilience and being persistent in the face of difficulties 
(Seppälä, et al., 2009). Dedication is the sense of significance, inspiration, pride, and 
loyalty (Seppälä, et al., 2009). Absorption characterizes the feeling of being engrossed in 
work and time passing quickly (Seppälä, et al., 2009). This instrument uses a rating scale 
in the form of a seven-point Likert-type scale with 0 = never, 1 = almost never, 2 = 
rarely, 3 = sometimes, 4 = often, 5 = very often, and 6 = always. This instrument derives 
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from the original UWES-17 using ten different countries (N = 14,521). The UWES-9 is 
demonstrated to have good internal consistency with a Cronbach’s alpha between 0.85 
and 0.92 (median = 0.92) across all 10 countries (Schaufeli et al., 2006). Research 
indicated that the UWES-9 has acceptable psychometric properties and evaluates and 
tests work engagement.   
Job satisfaction, the second independent variable, was measured using the Job 
Satisfaction Survey developed in 1985 by Paul Spector. The Job Satisfaction Survey 
assess overall job satisfaction, including the nine facets of job satisfaction (pay, 
promotion, supervision, fringe benefits, contingent rewards, operating conditions, 
coworkers, nature of the work, and communication (Spector, 1985). The survey consists 
of 36 equally valued items relating to the nine facets of job satisfaction (Khamisa, 
Oldenburg, Peltzer, & Ilic, 2015). This survey uses a summated rating scale in the form 
of a six-point Likert-type scale where 1 = disagree very much, 2 = disagree moderately, 3 
= disagree slightly, 4 = agree slightly, 5 = agree moderately, and 6 = agree very much. In 
this survey items are reverse-scored, which means that for these items the Likert-type 
scale is 1 = 6, 2 = 5, 3 = 4, 4 = 3, 5 = 2, and 6 = 1 (Spector, 1985). Reliability coefficients 
(coefficient alpha) ranged between 0.60 for the coworker subscale and 0.91 for the total 
scale, while a test-retest reliability ranged from 0.37 to 0.74 for the subscales and 0.71 for 
the total (Spector, 1985).  
Employee organizational commitment, the dependent variable, was measured 
using the Organizational Commitment Questionnaire (OCQ) developed by Mowday, 
Steers, and Porter in 1979. The OCQ assesses an employee’s attachment and commitment 
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to the organization. The OCQ comprises 15 Likert-type items scored on a 7-point scale 
where 1 = strongly disagree, 2 = moderately disagree, 3 = slightly disagree, 4 = neither 
disagree nor agree, 5 = slightly agree, 6 = moderately agree, and 7 = strongly agree. 
There are six questions reverse-scored where 1 = 7, 2 = 6, 3 = 5, 4 = 4, 5 = 3, 6 = 2, and 7 
= 1. Scoring this survey involves summing the items and then dividing by 15 to form an 
overall organizational commitment score (Yahaya, Chek, Samsudin, & Jizat, 2014). 
Mowday et al. (1979) conducted an extensive examination of the reliability and validity 
of the OCQ using nine samples totaling 2,563 subjects. Coefficient alpha ranged from 
0.88 to 0.90, while convergent validity ranged from 0.63 to 0.74 (Mowday et al., 1979). 
Test-retest reliability was conducted in 2, 3, and 4 month periods on the OCQ and 
indicated favorable results with reliability correlation coefficients of r = .53, .63, and .75, 
respectively (Mowday et al., 1979). 
Data Collection Technique 
For this quantitative research study, data collection consisted of the administration 
of an online survey. Research showed that the completion of online surveys has increased 
drastically between 2012 and 2013 (de Bruijne & Wijnant, 2014). The use of online 
surveys allows for easier and more reliable data collection when compared to traditional 
paper-and-pen forms of data collection and can be used to access participants quicker 
(Khazaal et al., 2014). Online surveys allow for a distance between the researcher and the 
participant, maintaining the participant’s anonymity and for free and honest responses 
(Teitcher et al., 2015). No pilot study was conducted because individually the survey 
instruments prove to be reliable, valid, and test the constructs appropriately (Mowday, et 
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al., 1979; Schaufeli, et al., 2006; & Spector, 1985). Data collection did not commence 
until the researcher received Institutional Review Board approval (Walden University 
IRB approval number 08-22-17-0357433). The study and data collection will be 
conducted using the population of 295 CPA firm members of the Northeast Chapter of 
the NYSSCPA.   
Administration of the survey occurred over a 4-week period. The Director of 
Member Relations at the NYSSCPA e-mailed the survey to the participants. The 
researcher emailed a letter providing the participants with information about the purpose 
of the study and requesting their permission to participate. Informed consent indicated the 
participant’s permission. E-mail reminders were sent at the end of the first, second, and 
third weeks. The reminder thanked those participants who responded and re-invited those 
not responding to do so.   
Data Analysis  
I sought to answer the following research questions via the associated hypotheses: 
RQ1: What is the relationship if any between employee engagement and 
employee organizational commitment? 
H01: There is no significant relationship between employee engagement and 
employee organizational commitment. 
Ha1: There is a significant relationship between employee engagement and 
employee organizational commitment. 
RQ2: What is the relationship if any between employee job satisfaction and 
employee organizational commitment? 
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H02: There is no significant relationship between employee job satisfaction 
and employee organizational commitment. 
Ha2: There is a significant relationship between employee job satisfaction and 
employee organizational commitment. 
RQ3: Is age a moderating factor in the relationship between employee 
engagement and employee organizational commitment? 
H03: Age is not a moderating factor in the relationship between employee 
engagement and employee organizational commitment. 
Ha3: Age is a moderating factor in the relationship between employee 
engagement and employee organizational commitment. 
RQ4: Is age a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment? 
H04: Age is not a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment. 
Ha4: Age is a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment. 
Pearson’s correlational coefficient statistical analysis was computed to determine 
the relationship between the variables and helped to show any correlations, variances, and 
regressions (Mukaka, 2012). Pearson’s correlational coefficient measures the strength 
and direction of a linear relationship between two variables (Moinester & Gottfried, 
2014). Mukaka (2012) recommended the use of the Pearson’s correlational coefficient 
when there is normal distribution between the variables. The use of IBM SPSS Version 
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21 software provided the data analysis tool necessary to compile and analyze the data 
supplied by the questions for both the independent and dependent variables in this study. 
The SPSS software provides a data entry and collection point for non-numerical data and 
translates the information into usable data for statistical analysis (Green & Salkind, 
2011). This software also provided measures of central tendency and descriptive statistics 
showing data analysis visually (Green & Salkind, 2011). The research included figures, 
graphs, and charts visually depicting the information where necessary. 
Study Validity  
Validity is the degree to which the instrument used measures what it is intended to 
measure (Roberts, Priest, & Traynor, 2006). The instrument should ensure content, 
construct, and face validity. The construct in construct validity determines the data 
gathered and how this data is gathered (Golafshani, 2003). Per Mowday et al. (1979), 
Schaufeli et al. (2006), and Spector (1985) the surveys are validated and determined to 
measure the concepts that they intended to measure. 
Threats to the validity of the instrument used in this quantitative correlational 
study diminished with the utilization of a proven data analysis program (SPSS Version 
21) for analyzing the data (Fonseca, Costa, Lencastre, & Travares, 2013). Use of this 
statistical software assisted with the identification of external factors affecting 
measurement, which may improve the study’s external validity. Per Garcia-Perez (2012) 
using SPSS for data analysis results in the minimization of the four factors jeopardizing 
external validity  
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Summary 
In Section 2 of this study, the topic discussed was the overall quantitative 
correlational study to determine the relationship among employee engagement, employee 
job satisfaction, and employee organizational commitment. In this section, the topics 
discussed were the method and design of the study, the participants, sampling techniques, 
the data-collection process, the data-analysis technique, and the validity of the survey 
instrument. In Section 3, the final section of this study, the topics discussed are the 
findings of the study, the application of the research to professional practice, the 
implications for social change, and recommendations for future research. 
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Section 3: Application to Professional Practice and Implications for Change 
Introduction 
The purpose of this quantitative correlational study was to determine whether a 
relationship existed between employee engagement, employee job satisfaction, and 
organizational commitment. The specific problem addressed was that CPA business 
leaders in Albany County, NY, possess little knowledge about how employee 
engagement and employee job satisfaction influence their employees’ commitment to the 
organization. Through correlational testing I examined the relationship of the 
independent variables of employee engagement and employee job satisfaction to the 
dependent variable of organizational commitment. 
Section 3 includes a comprehensive account of the presentation of findings. I also 
discuss the applicability of those findings with respect to professional practice of business 
and the implications for social change. This section also contains recommendations for 
action by business leaders, recommendations for further research studies, and personal 
reflections. 
Presentation of the Findings 
An online survey (see Appendix A) generated the data used to test the relationship 
between the independent variables of employee engagement and employee job 
satisfaction to the dependent variable of employee organizational commitment. Tests 
included Pearson’s coefficient and multiple linear regression analysis. Data collection 
occurred over a 30-day period, and 87 members of the Northeast Chapter of the 
NYSSCPA employed in Albany County responded to the survey. Of these 87 responses, 
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82 were complete and usable, so the sample size for this study was 82. The response rate 
for this survey was 28%, based on a population size of 295. According to Sanchez-
Fernandez et al. (2012), online surveys have an average response rate ranging between 
24% - 30%, so this sample size was within a reasonable range. 
In this subheading, I discuss the reliability of the variables and the testing of the 
assumptions. I present descriptive statistics along with inferential statistics and an 
interpretation of the findings according to the theoretical framework. This section 
concludes with a summary.  
Descriptive Statistics 
I received 87 surveys. Five surveys were eliminated due incomplete data. This 
resulted in 82 records for analysis. Table 2 represents descriptive statistics of the 
independent and dependent variables. Table 3 depicts descriptive statistics for baseline 
demographic variables. 
Table 2 
 
Means and Standard Deviations for Predictor and Criterion Variables 
 
 
Note: N = 82 
  
 
 
Variable n M SD
Employee Engagement 82 3.16 1.49
Employee Job Satisfaction 82 137.96 29.93
Organizational Commitment 82 4.21 1.21
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Table 3 
 
Descriptive Statistics for Demographic Variables 
 
 
Note: N = 82 
 
Tests of Assumptions 
The assumptions identified as a primary concern in the research included 
multicollinearity, normality, outliers, linearity, homoscedasticity, and independence of 
residuals remaining unviolated (Casson & Farmer, 2014). The normality assumption 
requires that the set of data for which a test of significance is to be applied be normally 
distributed (Siddiqi, 2014).  
Multicollinearity. Multicollinearity occurs when there is correlation between two 
or more independent variables; however, multicollinearity negatively affects multiple 
Variable n %
Gender
                Female 47 57.3
                Male 35 42.7
Age Range (in years)
                18 - 30 10 12.2
                31 - 40 28 34.1
                41 - 50 24 29.3
                51 - 60 16 19.5
                61 - 70 4 4.9
Number of Employees
                Less than 100 39 47.6
                101 - 200 22 26.8
                201 - 300 8 9.8
                301 - 400 7 8.5
                Greater than 401 6 7.3
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regression analysis (Disatnik & Sivan, 2016). The assumption of multicollinearity was 
not violated due to all bivariate correlations being small to medium. The general rule with 
multicollinearity is that tolerance should be > .10 for all variables. Table 4 presents the 
correlational coefficients for the predictor variables. 
Table 4 
 
Correlation Coefficients Among Study Predictor Variables 
 
 
 
Outliers, normality, homoscedasticity, and independence of residuals. The 
examination of the normal probability plot of the regression standardized residual was 
conducted. I conducted these tests to assess outliers, normality, linearity, 
homoscedasticity, and independence of residuals. I used separate stem-and-leaf plots 
(Figure 3, Figure 4, and Figure 5) to test for outliers.     
 
Variable Employee engagement Employee job satisfaction
Employee engagement 1 .717
Employee job satisfaction .717 1
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Figure 3. Stem and leaf plot of Engagement outliers. 
Figure 4. Stem and leaf plot of Employee Job Satisfaction outliers.                                                                                                                             
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Figure 5. Stem and leaf plot of Organizational Commitment outliers. 
 I tested the assumption of homoscedasticity using the normal probability plot of 
the regression standardized residual for the study’s OCQ scores. Figure 6 represents the 
results of the OCQ score distribution around the fit line. Based on this depiction, there 
were no significant violations of the homoscedasticity assumption. The deviation of the 
points from the diagonal line provided indication that the assumption of normality had 
not been completely violated (Swanson et al., 2015). 
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Figure 6. Normal probability plot (P-P) of the regression standardized residuals. 
I assessed reliability of the instruments by determining Cronbach’s alpha. 
Cronbach’s alpha values can range from zero to one, with high alpha values indicating 
that the scale measures just one attribute (Morgan et al., 2014). As displayed in Table 5, 
the three instruments used in this study showed high reliability among the sample. 
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Table 5 
Reliability Statistics for Study Constructs 
 
Inferential Results 
Due to the normal distribution of the response data, I selected Pearson’s 
coefficient as a statistical approach to test for the existence, strength, and direction of the 
possible relationship between the variables of employee engagement, employee job 
satisfaction, and organization commitment. The results of the correlation testing appear in 
Table 6.   
Table 6 
 
Correlations of Associations Between Employee Engagement, Employee Job Satisfaction, 
and Organizational Commitment 
 
 
Note: N = 82 
*p<.01 level (2-tailed) 
An analysis of the correlations between the predictor and criterion variables 
showed that there was a significant association measured between employee engagement 
and employee job satisfaction (r = .717, p ≤ .05). Additionally, there is a significant 
Variables
Cronbach's 
Alpha
Employee engagement .972
Employee job satisfaction .942
Organizational commitment .947
Variable 1 2 3
1. Employee engagement 1 .717* .702*
2. Employee job satisfaction 1 .853*
3. Organizational commitment 1
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association between employee engagement and organizational commitment (r = .702, p ≤ 
.05). Based on the analysis, there is a significant association between employee job 
satisfaction and organizational commitment (r = .853, p ≤ .05).  
Standard multiple linear regression, α = .05 (two-tailed), was used to examine the 
relationship of employee engagement and employee job satisfaction to organizational 
commitment. The independent variables were employee engagement and employee job 
satisfaction. The dependent variable was organizational commitment. The first null 
hypothesis was that there was no significant relationship between employee engagement 
and employee organizational commitment. The first alternative hypothesis was that there 
was a significant relationship between employee engagement and employee 
organizational commitment. The second null hypothesis was that there was no significant 
relationship between employee job satisfaction and employee organizational 
commitment. The second alternative hypothesis was that there was a significant 
relationship between employee job satisfaction and employee organizational 
commitment. I conducted preliminary analyses to assess the validity of the assumptions 
of multicollinearity, normality, outliers, linearity, homoscedasticity, and independence of 
residuals.   
As whole, the model significantly predicted employee organizational 
commitment, F(2, 79) = 115.112, p < .0005, R2 = .745. The R2(.745) value indicated that 
approximately 75% of variations in employee organizational commitment were 
accounted for by the linear combination of the predictor variables (employee engagement 
and employee job satisfaction). In the final model, employee engagement (t = 2.287, p < 
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.025) and employee job satisfaction (t = 8.818, p < .000) were both statistically 
significant predictors. Table 7 represents the regression summary. 
Table 7 
 
Regression Analysis Summary for Employee Engagement and Employee Job Satisfaction 
 
 
Note: N = 82. Outcome variable: Employee Organizational Commitment 
I conducted a moderator analysis to determine whether the relationship between 
employee engagement and organizational commitment and the relationship between 
employee job satisfaction and organizational commitment is moderated by age. The 
independent variables were employee engagement and employee job satisfaction. The 
dependent variable was organizational commitment. The interaction (moderator) variable 
was age. The third null hypothesis was that age is not a moderating factor in the 
relationship between employee engagement and employee organizational commitment. 
The third alternative hypothesis was that age is a moderating factor in the relationship 
between employee engagement and employee organizational commitment. The fourth 
null hypothesis was that age is not a moderating factor in the relationship between 
employee job satisfaction and employee organizational commitment. The fourth 
alternative hypothesis was that age is a moderating factor in the relationship between 
employee job satisfaction and employee organizational commitment. 
Variable B SE B β t p
Constant -.300 .346 -.867 .389
Employee Engagement .152 .066 .187 2.287 .025
Employee Job Satisfaction .029 .003 .719 8.818 .000
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Age does not have a moderating effect on the relationship between employee 
engagement, employee job satisfaction, and organizational commitment. As depicted in 
Table 8, there is a 0.40% increase in the variation explained by the addition of age as an 
interaction term and there is no statistically significant association with the addition of 
age to the relationship between employee engagement and organizational commitment 
(R2 = .004, p > 0.05). Table 9 shows that there is a 0.0% increase in the variation 
explained by the addition of age as an interaction term and that there is no statistically 
significant association with the addition of age to the relationship between employee job 
satisfaction and organizational commitment (R2 = .000, p > 0.05). Therefore, the 
conclusion is that age does not moderate the relationship between employee engagement, 
employee job satisfaction, and organizational commitment. 
Table 8 
 
Results for the Moderated Model Among Employee Engagement, Age, and 
Organizational Commitment 
 
 
a Predictors (Constant), Age, Engagement 
b Predictors (Constant), Age, Engagement, Eng_x_age1 
 
 
 
 
 
 
 
Model
R R
2
Adjusted 
R
2
SE of 
Estimate ∆ R 2 ∆ F df1 df2 Sig. F ∆ 
1a .704 .496 .483 .872 .496 38.903 2 79 .000
2b .707 .500 .481 .875 .004 .580 1 78 .449
Change statistics
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Table 9 
 
Results for the Moderated Model Among Employee Job Satisfaction, Age, and 
Organizational Commitment 
 
 
a Predictors: (Constant), Age, Satisfaction 
b Predictors: (Constant), Age, Satisfaction, Sat_x_age1 
 
Analysis summary. The purpose of this study was to determine if there was any 
relationship between employee engagement, employee job satisfaction, and 
organizational commitment. I used Pearson’s coefficient and standard multiple linear 
regression analysis to examine the existence of a relationship between the variables of 
employee engagement, employee job satisfaction, and organizational commitment. I also 
wanted to determine if age moderated the relationship between employee engagement, 
employee job satisfaction, and organizational commitment. I noted no apparent violations 
regarding the assumptions surrounding multiple linear regression.   
The Pearson’s correlation coefficients and the standard multiple regression model 
results showed there was an association between employee engagement and 
organizational commitment (r = .702, p ≤ .05; r = .853, p ≤ .05). The regression model 
was a significant predictor of organizational commitment, F(2, 79) = 115.112, p < .0005, 
R2 = .745. In the final model, employee engagement (t = 2.287, p < .025) and employee 
job satisfaction (t = 8.818, p < .000) were both statistically significant predictors of 
organizational commitment.   
Model
R R
2
Adjusted 
R
2
SE of 
Estimate ∆ R 2 ∆ F df1 df2 Sig. F ∆ 
1a .855 .731 .724 .638 .731 107.347 2 79 .000
2b .855 .731 .721 .642 .000 .010 1 78 .921
Change statistics
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From analyzing these results, I rejected this study’s first null hypothesis (H01: 
There is no significant relationship between employee engagement and employee 
organizational commitment) and the second null hypothesis (H02: There is no significant 
relationship between employee job satisfaction and employee organizational 
commitment). The theoretical foundations of SET and JD-RT justify the reasons why 
employees engage with their work, either positively or negatively, or even why they 
decide to stay with their organization (Dajani, 2015). Emerson (1958) and Bakker and 
Demerouti’s (2014) views on the interconnectedness of engagement, satisfaction, and 
organizational commitment supported that a relationship between these three variables 
exists, as shown by the results of this study. 
Based on the result of the moderator analysis, I failed to reject this study’s third 
null hypothesis (H03: Age is not a moderating factor in the relationship between 
employee engagement and employee organizational commitment) and the fourth null 
hypothesis (H04: Age is not a moderating factor in the relationship between employee job 
satisfaction and employee organizational commitment). There was no significant 
association with the addition of age to the relationship between employee engagement, 
employee job satisfaction, and organizational commitment. 
Applications to Professional Practice 
I conducted this study to determine if there was a relationship between employee 
engagement, employee job satisfaction, and employee organizational commitment.  
Based on the findings from this research, I found that employee engagement and 
employee job satisfaction do influence employee organizational commitment. Business 
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leaders, who understand that job satisfaction has a significant role in organizational 
commitment, and that employee engagement can be enhanced through satisfied 
employees, can ensure higher productivity (Hanaysha, 2016).  
Research shows that 13% of worldwide employees are engaged (Bersin, 2014). 
Business leaders need a better understanding of what causes engagement and satisfaction 
within employees, to have better organizational commitment. Effective engagement and 
job satisfaction strategies are imperative for organizational commitment, which in turn 
influences productivity. Leaders who design jobs, processes, coaching, and other 
resources that positively affect an employee’s work attitude, note: (a) high levels of 
employee engagement (Blattner & Walter, 2015); (b) improved customer satisfaction, 
productivity, and profit (Bowen, 2016); and, (c) higher levels of job satisfaction and 
organizational commitment (Barrick, Thurgood, Smith, & Courtright, 2014). 
Implications for Social Change 
The implications for positive social change from this study are vast. From this 
study, CPA business leaders have an evidence-based reason to increase employee 
engagement and job satisfaction, as they result in increased organizational commitment. 
The implementation of strategies geared towards increasing engagement and job 
satisfaction, which in turn influences organizational commitment, can result in a highly 
productive workforce coveted by management (Bhattacharya, 2015). The application of 
effective engagement and job satisfaction strategies may lead to (a) more meaningful 
work, (b) better relationships between employees, coworkers, and management, (c) 
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behavior that is persistent, proactive, and adaptive, and (d) open and honest 
communication.   
Practical applications of this study for business leaders is that due to job demands, 
business leaders incur a responsibility to provide for the needs of their employees by 
providing the necessary resources such as training and a meaningful workplace 
environment, to offset those demands. The application of this study provides CPA 
business leaders with a better understanding of how engagement and job satisfaction 
influences organizational commitment, which may benefit the organization through the 
implementation of innovative solutions to organizational problems, heightened awareness 
of consumer needs and client retention. 
Recommendations for Action 
A better understanding of employee engagement, job satisfaction, organizational 
commitment and their relationships can pinpoint better strategies for engaging, recruiting, 
promoting, and training of employees, particularly in the auditing industry but perhaps in 
other industries as well. Several recommendations arose from the results of this study that 
focus on CPA professionals’ engagement and job satisfaction that will increase 
organizational commitment. Based on the findings relating to engagement and job 
satisfaction, the recommendations for business leaders to successfully increase 
organizational commitment include (a) reward and recognize deserving employees, (b) 
provide a positive working environment between supervisor and co-workers, (c) develop 
the skills and potential of the workforce, and (d) involve employees by getting their input 
into projects and decisions. 
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To enhance employees’ job satisfaction as well as commitment, organizations 
should consider improving the work conditions and providing each employee the tools 
and resources required to complete his or her job (Abu-Shamma, Al-Rabayah, & 
Khasawneh, 2015). Job satisfaction and commitment can be enriched through continuous 
reviews and feedback from the business leader. As for employee engagement, supervisors 
and business leaders should keep employees informed about the organization’s values, 
and goals, and HR managers should make sure to hire employees who enjoy what they 
do, and like their jobs (Abu-Shamma, Al-Rabayah, & Khasawneh, 2015).  
I will communicate my study’s findings to business professionals through articles 
within scholarly journals and other business-related publications. To reach CPA business 
leaders, I plan on publishing a white paper for the New York State Society of CPAs. By 
using a wide variety of means to disseminate the results, my focus will be on assisting 
business leaders with understanding how their employees’ engagement and job 
satisfaction influences organizational commitment. 
Recommendations for Further Research 
In this study, I examined the relationship between employee engagement, 
employee job satisfaction and organizational commitment. Future researchers may want 
to conduct a similar study using a different industry and geographical location. The 
current research was limited to a specific population and geographical location, so 
another sample may uncover a different relationship between employee engagement, 
employee job satisfaction, and organizational commitment. 
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Additionally, I would recommend studies that examine the relationship of other 
predictor variables to organizational commitment. Studies examining the relationship 
between factors such as leadership style, organizational climate/culture, generational 
differences and organizational commitment would be beneficial to the literature on the 
relationship among these variables as it relates to the auditing profession.  
Finally, I recommend that future researchers consider adapting this study’s 
quantitative design to a qualitative design. The qualitative method may provide the 
opportunity to explore the phenomena of engagement, job satisfaction, and organizational 
commitment. By conducting a qualitative method, future researchers may develop a 
deeper understanding the of the relationship between variables under investigation, 
through the employees’ personal experiences and thoughts. 
Reflections 
This DBA journey has convinced me that I am able to accomplish what I set my 
mind too. The journey has not only been challenging and frustrating, but humbling at the 
same time. I faced many challenges while on this voyage, ranging from time management 
issues to breast cancer. Yet, through it all, I maintained my determination and strong 
work ethic to succeed and complete the necessary and rigorous requirements.  
As I started writing and conducting this study, I was unsure of what the results 
would be. It logically made sense to me that there should be a relationship between 
employee engagement, employee job satisfaction and organizational commitment, but 
based on my experiences in public accounting, I was unsure. A bias of mine was that due 
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to my own personal experiences in public accounting, I have observed the many levels of 
engagement and job satisfaction and the influence on organizational commitment.  
I found the whole experience to be gratifying and I am proud that I could 
complete the journey, even while facing major health issues. I am proud of the results, 
which I believe provide perspective on the importance of employee engagement, job 
satisfaction and organizational commitment. The experience I have gained from this 
experience will forever be beneficial to me and my professional career. 
Conclusion 
The main purpose of this quantitative correlational study was to examine the 
relationship, if any, between employee engagement, employee job satisfaction, and 
organizational commitment. The existence of a relationship between these variables was 
first examined by looking at employee engagement and organizational commitment, then 
at employee job satisfaction and organizational commitment. The first goal was to 
determine if a statistically significant relationship existed between the variables. The 
second goal was to determine if age played a moderating effect on the variables and the 
relationship. 
The findings from this study show that there is a statistically significant 
relationship between employee engagement, employee job satisfaction, and 
organizational commitment since all the p-values for alpha were less than 0.05. As a 
result, I rejected the null hypotheses (H01 and H02) and failed to reject the alternative 
hypotheses (HA1 and HA2). Additionally, the findings indicate that age is not a 
moderating variable on the relationship between employee engagement, employee job 
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satisfaction and organizational commitment. Based on these findings, I failed to reject the 
null hypotheses (H03 and H04). 
69 
 
References 
Abdul-Jalal, H., Toulson, P., & Tweed, D. (2013). Knowledge sharing success for 
sustaining organizational competitive advantage. Procedia-Economics and 
Finance, 7, 150-157. doi:10.1016/S2212-5671(13)00229-3 
AbuKhalifeh, A. N., & Som, A. P. M. (2013). The antecedents affecting employee 
engagement and organizational performance. Asian Social Science, 9(7), 41–46. 
doi:10.5539/ass.v9n7p41 
Abu-Shamaa, R., Al-Rabayah, W. A., & Khasawneh, R. T. (2015). The effect of job 
satisfaction and work engagement on organizational commitment. IUP Journal of 
Organizational Behavior, 14(4), 7-27. Retrieved from http://www.iupindia.in 
Adekola, B. (2012). The impact of organizational commitment on job satisfaction: A 
study of employees at Nigerian Universities. International Journal of Human 
Resource Studies, 2(2), 1–17. Retrieved from http://www.macrothink.org/ijhrs 
Aguenza, B. B., & Mat Som, A. P. (2012). Motivational factors of employee retention 
and engagement in organizations. International Journal of Advances in 
Management and Economics, 1(6), 88-95. Retrieved from 
http://www.managementjournal.info 
Agyemang, C. B., & Ofei, S. B. (2013). Employee work engagement and organizational 
commitment: A comparative study of private and public sector organizations in 
Ghana. European Journal of Business and Innovation Research, 1(4), 20–33. 
Retrieved from http://www.ea-journals.org 
70 
 
Akkermans, J., Brenninkmeijer, V., Huibers, M., & Blonk, R. W. B. (2013). 
Competencies for the contemporary career: Development and preliminary 
validation of the Career Competencies Questionnaire. Journal of Career 
Development, 40, 245-267. doi:10.1177/0894845312467501 
Akkermans, J., Schaufeli, W. B., Brenninkmeijer, V., & Blonk, R. W. B. (2013). The role 
of career competencies in the Job Demands-Resources model. Journal of 
Vocational Behavior, 83, 356-366. doi:10.1016/j.jvb.2013.06.011 
Albdour, A. A., & Altarawneh, I. I. (2014). Employee engagement and organizational 
commitment: Evidence from Jordan. International Journal of Business, 19, 192-
212. Retrieved from http://www.craig.csufresno.edu/ijb 
Albrecht, S. L. (2012). The influence of job, team and organizational level resources on 
employee well-being, engagement, commitment, and extra-role performance: Test 
of a model. International Journal of Manpower, 33, 840-853. 
doi:10/1108/01437721211268357 
Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). 
Employee engagement, human resource management practices and competitive 
advantage: An integrated approach. Journal of Organizational Effectiveness: 
People and Performance, 2, 7-35. doi:10.108/JOEPP-08-2014-0042 
Althubaiti, A. (2016). Information bias in health research: definition, pitfalls, and 
adjustment methods. Journal of Multidisciplinary Healthcare, 9, 211-217. 
doi:10.2147/JMDH.S104807 
71 
 
Alvarez, G., & Sinde-Cantorna, A. I. (2014). Self-employment and job satisfaction: An 
empirical analysis. International Journal of Manpower, 35, 688-702. 
doi:10.1108/IJM-11-2012-0169 
Amayah, A. T. (2013). Determinants of knowledge sharing in a public-sector 
organization. Journal of Knowledge Management, 17, 454-471. 
doi:10.1108/JKM-11-2012-0369 
Andreassi, J. K., Lawter, L., Brockerhoff, M., & Rutigliano, P. J. (2014). Cultural impact 
of human resource practices on job satisfaction: A global study across 48 
countries. Cross Cultural Management: An International Journal, 21, 55-77. 
doi:10.1108/CCM-05-2012-0044 
Andrew, O. C., & Sofian, S. (2012). Individual factors and work outcomes of employee 
engagement. Procedia—Social and Behavioral Sciences, 40, 498–508. 
doi:10.1016/j.sbspro.2012.03.222 
Anitha, J. (2014). Determinants of employee engagement and their impact on employee 
performance. International Journal of Productivity and Performance 
Management, 63, 308–323. doi:10.1108/IJPPM-01-2013-0008 
Argote, L. (2013). Organizational learning: Creating, retaining, and transferring 
knowledge (2nd ed.). New York, NY: Springer. 
Ariani, D. W. (2013). The relationship between employee engagement, organizational 
citizenship behavior, and counterproductive work behavior. International Journal 
of Business Administration, 4(2), 46-56. doi:10.5430/ijba.v4n2p46 
72 
 
Bakker, A. B., & Demerouti, E. (2014). Job demands—resources theory. In P. Y. Chen & 
C. L. Cooper (Eds.), Work and wellbeing: A complete reference guide (pp. 37–
64). New York, NY: Wiley. 
Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work 
engagement: The JD-R approach. Annual Review of Organizational Psychology 
and Organizational Behavior, 1, 389-411. doi:10.1146/aanrev-orgpsych-031413-
091235 
Barrick, M. R., Thurgood, G. R., Smith, T. A., & Courtright, S. H. (2014). Collective 
organizational engagement: Linking motivational antecedents, strategic 
implementation, and firm performance. Academy of Management Journal, 58, 
111-135. doi:10.5465/amj.2013.0227 
Baseri, S. (2013). An investigation on of job satisfaction in accounting and auditing 
institutions of commercial companies. Management Science Letters, 3, 683–688. 
doi:10.5267/j.msl.2012.11.029 
Becton, J. B., Walker, H. J., & Jones-Farmer, A. (2014).  Generational differences in 
workplace behavior. Journal of Applied Social Psychology, 44, 173-189. 
doi:10.1111/jasp.12208 
Bedarkar, M., & Pandita, D. (2014). A study of drivers of employee engagement 
impacting employee performance. Procedia—Social and Behavioral Sciences, 
133, 106–115. doi:10.1016/j.sbspro.2014.04.174 
73 
 
Belias, D., & Koustelios, A. (2014). Organizational culture and job satisfaction: A 
review. International Review of Management and Marketing, 4, 132–149. 
Retrieved from http://www.econjournals.com 
Bermejo-Toro, L., Prieto-Ursúa, M., & Hernández, V. (2015). Towards a model of 
teacher well-being: Personal and job resources involved in teacher burnout and 
engagement. Educational Psychology: An International Journal of Experimental 
Psychology, 35, 1-21. doi:10.1080/01443410.2015.1005006 
Bersin, J. (2014, March 15). Why companies fail to engage today’s workforce: The 
overwhelmed employee. Forbes. Retrieved from http://www.forbes.com 
Bhattacharya, Y. (2015). Employee engagement as a predictor of seafarer retention: A 
study among Indian officers. Asian Journal of Shipping and Logistics, 31, 295-
318. doi:10.1016/j.ajsl.2015.06.007 
Bin Shmailan, A. S. (2016). The relationship between job satisfaction, job performance, 
and employee engagement: An explorative study. Issues in Business Management 
and Economics, 4, 1-8. doi:10.15739/IBME.16.001 
Bird, D. K. (2009). The use of questionnaires for acquiring information on public 
perception of natural hazards and risk mitigation—A review of current knowledge 
and practice. Natural Hazards and Earth System Sciences, 9, 1307–1325. 
Retrieved from http://www.nat-hazards-earth-syst-sci.net 
Blattner, J., & Walter, T. J. (2015). Creating and sustaining a highly engaged company 
culture in a multigenerational workplace. Strategic HR Review, 14, 124-130. 
doi:10.1108/shr-06-2015-0043 
74 
 
Boerner, S., Eisenbeiss, S. A., & Griesser, D. (2007). Follower behavior and 
organizational performance: The impact of transformational leaders. Journal of 
Leadership and Organizational Studies, 13(3), 15–26. 
doi:10.1177/10717919070130030201 
Bordia, P., Restubog, S. L. D., Bordia, S., & Tang, R. L. (2017). Effects of resource 
availability on social exchange relationships: The case of employee psychological 
contract obligations. Journal of Management, 43, 1447-1471. 
doi:10.1177/0149206314556317 
Bowen, D. E. (2016). The changing role of employees in service theory and practice: An 
interdisciplinary view. Human Resource Management Review, 26, 4-13. 
doi:10.1016/j.hrmr.2015.09.002 
Breevart, K., Bakker, A., Hetland, J., Demerouti, E., Olsen, O. K., & Espevik, R. (2014). 
Daily transactional and transformational leadership and daily employee 
engagement. Journal of Occupational and Organizational Psychology, 87, 138–
157. doi:10.1111/joop.12041 
Brett, J., Staniszewska, S., Mockford, C., Herron-Marx, S., Hughes, J., Tysall, C., & 
Suleman, R. (2014). Mapping the impact of patient and public involvement on 
health and social care research: A systematic review. Health Expectations: An 
International Journal of Public Participation in Health Care & Health Policy, 17, 
637-650. doi:10.1111/j.1369-7625.2012.00795.x 
Brough, P., Timms, C., Siu, O., Kalliath, T., O’Driscoll, M. P., & Sit, C. HP., . . . Lu, C. 
(2013). Validation of the job demands–resources model in cross-national samples: 
75 
 
Cross-sectional and longitudinal predications of psychological strain and work 
engagement. Human Relations, 66, 1311–1335. doi:10.1177/0018726712472915 
Bullock, J. B., Stritch, J. M., & Rainey, H. G. (2015). International comparison of public 
and private employees’ work motives, attitudes, and perceived rewards. Public 
Administration Review, 75, 479-489. doi:10.1111/puar.12356 
Burmeister, A., & Deller, J. (2016). Knowledge retention from older and retiring 
workers: What do we know, and where do we go from here? Work, Aging, and 
Retirement, 2, 87-104. doi:10.1093/worker/waw002 
Burns, M. J. (2016). A quantitative examination of the relationship between employee 
engagement, job satisfaction, and organizational commitment among managerial 
professionals (Doctoral dissertation). Retrieved from ProQuest Dissertations and 
Theses database. (UMI No. 10106238) 
Cabrera, E. F. (2013). Using the job demands-resources model to study work-family 
conflict in women. International Journal of Management and Business, 4, 112-
130. Retrieved from http://www.iamb.net 
Cahill, K. E., McNamara, T. K., Pitt-Catsouphes, M., & Valcour, M. (2015). Linking 
shifts in the national economy with changes in job satisfaction, employee 
engagement, and work life balance. Journal of Behavioral and Experimental 
Economics, 56, 40-54. doi:10.1016/j.socec.2015.03.002 
Casimir, G., Lee, K., & Loon, M. (2012). Knowledge sharing: Influences of trust, 
commitment and cost. Journal of Knowledge Management, 16, 740–753. 
doi:10.1108/13673271211262781 
76 
 
Casson, R. J., & Farmer, L. D. (2014). Understanding and checking the assumptions of 
linear regression: A primer for medical researchers. Clinical & Experimental 
Ophthalmology, 42, 590-596. doi:10.1111/ceo.12358 
Catchings, E. (2015). A practical coaching model for critical thinking skill and leadership 
development (C/CTSLD). Management and Organizational Studies, 2(4), 42-53. 
doi:105430/mos.v2n4p42 
Chang, T.-Z. & Vowles, N. (2013). Strategies for improving data reliability for online 
surveys: A case study. International Journal of Electronic Commerce Studies, 4, 
121–130. doi:10.7903/ijecs.1121 
Chatterjee, S. (2014). Managing constraints and removing obstacles to knowledge 
management. IUP Journal of Knowledge Management, 12(4), 24-38. Retrieved 
from http://www.iupindia.in/knowledge_management.asp 
Chatzoudes, D., Chatzoglou, P., & Vraimaki, E. (2015). The central role of knowledge 
management in business operations. Business Process Management Journal, 21, 
1117-1139. doi:10.1108/BPMJ-10.2014-0099 
Cheung, C. M. K., Lee, M. K. O., & Lee, Z. W. Y. (2013). Understanding the 
continuance intention of knowledge sharing in online communities of practice 
through the post-knowledge-sharing evaluation processes. Journal of the 
American Society for Information Science and Technology, 64, 1357-1374. 
doi:10.1002/asi.22854 
77 
 
Chi, C. G., Maier, T. A., & Gursoy, D. (2013). Employees’ perceptions of younger and 
older managers by generation and job category. International Journal of 
Hospitality Management, 34, 42–50. doi:10.1016/j.ijhm.2013.01.009 
Cho, H. & LaRose, R. (1999). Privacy issues in internet surveys. Social Science 
Computer Review, 17, 421-434. doi:10.1177/089443939901700402 
Chong, V. K., & Monroe, G. S. (2015). The impact of the antecedents and consequences 
of job burnout on junior accountants’ turnover intentions: A structural equation 
modelling approach. Accounting and Finance, 55, 105-132. 
doi:10.1111/acfi.12049 
Clinebell, S., Škudienė, V., Trijonyte, R. & Reardon, J. (2013). Impact of leadership 
styles on employee organizational commitment. Journal of Service Science, 6(1), 
139–152. Retrieved from http://www.cluteinstitute.com/journals/journal-of-
service-science-jss 
Cogin, J. (2012). Are generational differences in work values fact or fiction? Multi-
country evidence and implications. International Journal of Human Resource 
Management, 23, 2268–2294. doi:10.1080/09585192.2011.610967 
Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary 
review. Journal of Management, 31, 874-900. doi:10.1177/0149206305279602 
Daghfous, A., Belkhodja, O., & Angell, L. C. (2013). Understanding and managing 
knowledge loss. Journal of Knowledge Management, 17, 639–660. 
doi:10.1108/JKM-12-2012-0394 
78 
 
Dajani, M. A. Z. (2015). The impact of employee engagement on job performance and 
organizational commitment in the Egyptian Banking sector. Journal of Business 
and Management Services, 3, 138-147. doi:10.12691/jbms-3-5-1 
Das, B. L., & Baruah, M. (2013). Employee retention: A review of literature. ISOR 
Journal of Business and Management, 14(2), 08-16. doi:10.9790/487X-1420816 
Day, D. V., Fleenor, J. W., Atwater, L. E., Sturm, R. E., & McKee, R. A. (2014). 
Advances in leader and leadership development: A review of 25 years of research 
and theory. Leadership Quarterly, 25, 63-82. doi:10.1016/j.leaqua.2013.11.004 
de Bruijne, M., & Wijnant, A. (2014). Mobile responses in web panels. Social Science 
Computer Review, 32, 728-742. doi:10.1177/0894439314525918 
Deaton, A. V., Wilkes, S. B., & Douglas, R. S. (2013). Strengthening the next generation: 
A multi-faceted program to develop leadership capacity in emerging nonprofit 
leaders. Journal of Nonprofit Education and Leadership, 3, 34–46. Retrieved 
from http://digitalcommons.wku.edu/jnel 
Desimone, L. M., Hochberg, E. D., Porter, A. C., Polikoff, M. S., Schwartz, R., & 
Johnson, L. J. (2014). Forman and informal mentoring: Complementary, 
compensatory, or consistent? Journal of Teacher Education, 65, 88-110. 
doi:10.1177/0022487113511643 
Disatnik, D., & Sivan, L. (2016). The multi-collinearity illusion in moderated regression 
analysis. Marketing Letters, 27, 403-408. doi:10.1007/s11002-014-9339-5 
Dobre, O.-I. (2013). Employee motivation and organizational performance. Review of 
Applied Socio-Economic Research, 5, 53-60. Retrieved from http://www.reaser.ru 
79 
 
Dunn, M. W., Dastoor, B., & Sims, R. L. (2012). Transformational leadership and 
organizational commitment: A cross-cultural perspective. Journal of 
Multidisciplinary Research, 4(1), 45–59. Retrieved from 
http://www.jmrpublication.org 
Edmans, A. (2012). The link between job satisfaction and firm value, with implications 
for corporate social responsibility. Academy of Management Perspectives, 26, 1–
19. doi:10.5465/amp.2012.0046 
Edvardsson, I. R., & Durst, S. (2013). Does knowledge management deliver the goods in 
SME’s? Business and Management Research, 2(2), 52-60. 
doi:10.5430/bmr.v2n2p52 
Eisenbeiss, S. A., & Boerner, S. (2013). A double-edged sword: Transformational 
leadership and individual creativity. British Journal of Management, 24, 54–68. 
doi:10.1111/j.1467-8551.2011.00786.x 
Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational 
support and employee diligence, commitment, and innovation. Journal of Applied 
Psychology, 75, 51-59. doi:10.1037/0024-9010.75.1.51 
Ellis, T. J., & Levy, Y. (2009). Towards a guide for novice researchers on research 
methodology: Review and proposed methods. Issues in Informing Science and 
Information Technology, 6, 323–337. Retrieved from 
http://www.informingscience.org 
80 
 
Elo, S., Kääriäinen, M., Kanste, O., Pölkki, T., Utriainen, K., & Kyngäs, H. (2014). 
Qualitative content analysis: A focus on trustworthiness. SAGE Open, 4(1). 
doi:10.1177/2158244014522633 
Ertürk, A. (2014). Influences of HR practices, social exchange, and trust on turnover 
intentions of public IT professionals. Public Personnel Management, 43, 140-175. 
doi:10.1177/0091026013517875 
Faul, F., Erdfelder, E., Buchner, A., & Lang, A–G., (2009). Statistical power analyses 
using G*Power 3.1: Tests for correlation and regression analysis. Behavior 
Research Methods, 41, 1149–1160. doi:10.3758/brm.41.4.1149 
Fening, F., & Beyer, H. (2014). Cultural value dimensions and implications for 
international management. International Journal of Business & Management, 
2(6), 1-6. Retrieved from http://www.theijbm.com 
Field, A. (2013). Discovering statistics using IBM SPSS statistics. Thousand Oaks, CA: 
Sage Publications. 
Fischer, B. D., & Montalbano, N. (2014). Continuous innovation from all employers: An 
underutilized font of organizational improvement. American Journal of 
Management, 14(3), 40-50. Retrieved from http://www.na-businesspress.com 
Fleig-Palmer, M. M., & Rathert, C. (2015). Interpersonal mentoring and its influence on 
retention of valued health care workers: The moderating role of affective 
commitment. Health Care Management Review, 40, 56-64. 
doi:10.1097/HMR.0000000000000011 
81 
 
Fonseca, M. J., Costa, P., Lencastre, L., & Tavares, F. (2013). A statistical approach to 
quantitative data validation focused on the assessment of students’ perceptions 
about biotechnology. SpringerPlus, 2, 1-13. doi:10.1186/2193-1801-2-496 
Ford, D., Myrden, S. E., & Jones, T. D. (2015). Understanding “disengagement from 
knowledge sharing”: engagement theory versus adaptive cost theory. Journal of 
Knowledge Management, 19, 476-496. doi:10.1108/JKM-11-2014-0469 
Fricker, R. D., Jr., & Schonlau, M. (2002). Advantages and disadvantages of internet 
research surveys: Evidence from the literature. Field Methods, 14, 347-367. 
doi:10.1177/152582202237725 
Garcia-Perez, M. A. (2012). Statistical conclusion validity: Some common threats and 
simple remedies. Frontiers in Psychology, 3, 325. doi:10.3389/fpsyg.2012.00325 
Geldenhuys, M., Laba, K., & Venter, C. M. (2014). Meaningful work, work engagement 
and organizational commitment. SA Journal of Industrial Psychology 40(1), 1–10. 
doi:10.4102/sajip.v40i1.1098 
Ghadi, M. Y., Fernando, M., & Caputi, P. (2013). Transformational leadership and work 
engagement. The mediating effect of meaning in work. Leadership & 
Organization Development Journal, 34, 532–550. doi:10.1108/LODJ-10-2011-
0110 
Giri, E. E., Nimran, U., Hamid, D., & Al Musadieq, M. (2016). The effect of 
organizational culture and organizational commitment to job involvement, 
knowledge sharing and employee performance. A study on regional 
telecommunications employees of PT Telkom East Nusa Tenggara Province, 
82 
 
Indonesia. International Journal of Management and Administrative Sciences, 
3(4), 20-33. Retrieved from http://www.ijmas.org 
Golafshani, N. (2003). Understanding reliability and validity in qualitative research. 
Qualitative Report, 8, 597-607. Retrieved from 
http://www.nova.edu/ssss/QR/index.html 
Gottwald, D., Lejsková, P., Švadlenka, L., & Rychnovská, V. (2015). Evaluation and 
management of intellectual capital at Pardubice Airport: Case study. Procedia – 
Economics and Finance, 34, 121-128. doi:10.1016/S2212-5671(15)01609-3 
Goulet, L. R., & Frank, M. L. (2002). Organizational commitment across three sectors: 
public, non-profit, and for-profit. Public Personnel Management, 31, 201-210. 
doi:10.1177/009102600203100206 
Grant, A. M. (2012). Leading with meaning: Beneficiary contact, prosocial impact, and 
the performance effects of transformational leadership. Academy of Management 
Journal, 55, 458–476. doi:10.5465/amj.2010.0588 
Green, S.B. & Salkind, N.J. (2011). Using SPSS for Windows and Macintosh: Analyzing 
and understanding data (7th ed.). Upper Saddle River, NJ: Pearson Education. 
Habib, S., Aslam, S., Hussain, A., Yasmeen, S., & Ibrahim, M. (2014). The impact of 
organizational culture on job satisfaction, employees’ commitment and turnover 
intention. Advances in Economics and Business, 2, 215-222. 
doi:10.13189/aeb.2014.020601 
83 
 
Hagemann, B., & Stroope, S. (2013). Developing the next generation of leaders. 
Industrial and Commercial Training, 45, 123–126. 
doi:10.1108/00197851311309570 
Hanaysha, J. (2016). Testing the effects of employee engagement, work environment, and 
organizational learning on organizational commitment. Procedia – Social and 
Behavioral Sciences, 229, 289-297. doi:10.1016/j.sbspro.2016.07.139 
Hayati, D., Charkhabi, M., & Naami, A. Z. (2014). The relationship between 
transformational leadership and work engagement in government hospitals nurses: 
A survey study. SpringerPlus, 3, 1-7. doi:10.1186/2193-1801-3-25 
Helyer, R. & Lee, D. (2012). The twenty-first century multiple generation workforce. 
Overlaps and differences but also challenges and benefits. Education + Training, 
54, 565–578. doi:10.1108/00400911211265611 
Hennekam, S. (2016). Competencies of older workers and its influence on career success 
and job satisfaction. Employee Relations, 38, 130-146. doi:10.1108/ER-05-2014-
0054 
Herda, D. N., & Lavelle, J. J. (2012). The auditor-audit firm relationship and its effect on 
burnout and turnover intention. Accounting Horizons, 26, 707-723. 
doi:10.2308/acch-50181 
Herda, D. N., & Lavelle, J. J. (2013). Auditor commitment to privately held clients and 
its effect on value-added audit service. Auditing: A Journal of Practice and 
Theory, 32(1), 113-137. doi:10.2308/ajpt-50309 
84 
 
Herda, D. N., & Lavelle, J. J. (2015). Client identification and client commitment in a 
privately held client setting: Unique constructs with opposite effects on auditor 
objectivity. Accounting Horizons, 29, 577-601. doi:10.2308/acch-51091 
Hernaus, T., & Vokic, N. P. (2014). Work design for different generational cohorts: 
Determining common and idiosyncratic job characteristics. Journal of 
Organizational Change Management, 27, 615–641. doi:10.1108/JOCM-05-2014-
0104 
Hicks, R. C., Dattero, R., & Galup, S. D. (2006). The five-tier knowledge management 
hierarchy. Journal of Knowledge Management, 10, 19–31. 
doi:10.1108/13673270610650076 
Hsu, I. –C., & Sabherwal, R. (2012). Relationship between intellectual capital and 
knowledge management: An empirical investigation. Decision Sciences, 43, 489–
524. Retrieved from http://onlinelibrary.wiley.com 
Ingham-Broomfield, R. (2014). A nurses’ guide to quantitative research. Australian 
Journal of Advanced Nursing, 32(2), 32-38. Retrieved from 
http://www.ajan.com.au 
Inzer, L. D., & Crawford, C. B. (2005). A review of formal and informal mentoring: 
Processes, problems, and design. Journal of Leadership Education, 4(1), 31-50. 
Retrieved from http://www.journalofleadershiped.org 
Jalani, E. M., & Juma, D. (2015). Contingent rewards as a strategy for influencing 
employee engagement in manufacturing companies: Case study of Williamson 
85 
 
Tea Kenya Limited. International Journal of Business and Commerce, 4(5), 20-
59. Retrieved from http://www.ijbcnet.com 
Javed, M., Balouch, R., & Hassan, F. (2014). Determinants of job satisfaction and its 
impact on employee performance and turnover intentions. International Journal 
of Learning & Development, 4(2), 120-140. doi:10.5296/ijld.v4i2.6094 
Jehanzeb, K., & Ahmed Bashir, N. (2013). Training and development program and its 
benefits to employee and organization: A conceptual study. European Journal of 
Business and Management, 5(2), 243-252. Retrieved from http://www.iiste.org 
Jeve, Y. B., Oppenheimer, C., & Konje, J. (2015). Employee engagement within NHS: A 
cross-sectional study. International Journal of Health Policy and Management, 
4(2), 85-90. doi:10.15171/ijhpm.2015.12 
Joe, C., Yoong, P., & Patel, K. (2013). Knowledge loss when older experts leave 
knowledge-intensive organisations. Journal of Knowledge Management, 17, 913–
927. doi:10.1108/JKM-04-2013-0137 
Joo, B–K., Yoon, H. J., & Jeung, C–W. (2012). The effects of core self-evaluations and 
transformational leadership on organizational commitment. Leadership & 
Organization Development Journal, 33, 564–582. 
doi:10.1108/01437731211253028 
Jyoti, J., & Bhau, S. (2015, October – December). Impact of transformational leadership 
on job performance: Mediating role of leader-member exchange and relational 
identification. SAGE Open 5(4), 1-13. doi:10.1177/2158244015612518 
86 
 
Kabir, N. (2013). Tacit knowledge, its codification and technical advancement. 
Electronic Journal of Knowledge Management, 11, 235-243. Retrieved from 
http://www.ejkm.com 
Kalenderian, E., Taichman, R. S., Skoulas, A., Nadershahi, N., & Victoroff, K. Z. (2013). 
Developing the next generation of leaders in oral health. Journal of Dental 
Education, 77, 1508-1514. Retrieved from http://www.jdentaled.org 
Karanges, E., Beatson, A., Johnston, K., & Lings, I. (2014). Optimizing employee 
engagement with internal communication: A social exchange perspective. Journal 
of Business Market Management, 7, 329-353. Retrieved from 
http://www.jbm.online.net 
Kashefi, M. A., Adel, R. M., Abad, H. R. G., Aliklayen, M. B. H., Moghaddam, H. K., & 
Nadimi, G. (2013). Organizational commitment and its effects on organizational 
performance. Interdisciplinary Journal of Contemporary Research in Business, 4, 
501–510. Retrieved from http://www.ijcrb.webs.com 
Kataria, A., Rastogi, R., & Garg, P. (2013). Organizational effectiveness as a function of 
employee engagement. South Asian Journal of Management, 20(4), 56–73. 
Retrieved from http://www.amdisa.org 
Keskes, I. (2014). Relationship between leadership styles and dimensions of employee 
organizational commitment: A critical review and discussion of future directions. 
Intangible Capital, 10, 26-51. doi:10.3926/ic.476 
Khamisa, N., Oldenburg, B., Peltzer, K., & Ilic, D. (2015). Work related stress, burnout, 
job satisfaction, and general health of nurses. International Journal of 
87 
 
Environmental Research and Public Health, 12, 652-666. 
doi:10.3390/ijerph120100652 
Khazall, Y., van Singer, M., Chatton, A., Achab, S., Zullino, D., Rothen, S., . . . Thorens, 
G. (2014). Does self-selection affect samples’ representativeness in online 
surveys? An investigation in online video game research. Journal of Medical 
Internet Research, 16(7), e164. doi:10.2196/jmir.2759 
Kirkman, B. L., Cordery, J. L., Mathieu, J., Rosen, B., & Kukenberger, M. (2013). 
Global organizational communities of practice: The effects of nationality, 
diversity, psychological safety, and media richness on community performance. 
Human Relations, 66, 333-362. doi:10.1177/0018726712464076 
Köksal, M. S. (2013). A comprehensive research design for experimental studies in 
science education. Elementary Education Online, 12, 628-634. Retrieved from 
http://ilkogretim-online.org.tr 
Kothari, A., Hovanec, N., Hastie, R., & Sibbald, S. (2011). Lessons from the business 
sector for successful knowledge management in health care: A systematic review. 
BMC Health Services Research, 11, 173-183. doi:10.1186/1472-6963-11-173 
Kothari, A., Rudman, D., Dobbins, M., Rouse, M., Sibbald, S., & Edwards, N. (2012). 
The use of tacit and explicit knowledge in public health: a qualitative study. 
Implementation Science: IS, 7, 20. doi:10.1186/1748-5908-7-20 
Krishnaveni, R. & Sujatha, R. (2012). Communities of practice: An influencing factor for 
effective knowledge transfer in organizations. IUP Journal of Knowledge 
88 
 
Management, 10(1), 26–40. Retrieved from http://www.iupindia.in/knowledge-
mangement.asp 
Kumar, N. (2012). Exploring the effects of human capital loss on relationships with 
clients in knowledge-intensive service firms and the moderating effect of 
knowledge management. International Journal of Globalisation and Small 
Business, 4, 342–359. Retrieved from http://www.inderscience.com 
Kura, S. Y. B. (2012). Qualitative and quantitative approaches to the study of poverty: 
Taming tensions and appreciating the complementarities. Qualitative Report, 17, 
1-19. Retrieved from http://www.nova.edu 
Lange, T. (2012). Job satisfaction and self-employment: Autonomy or personality? Small 
Business Economics, 38, 165-177. doi:10.1007/s11187-009-9249-8 
Leite, N. R. P., de A. Rodrigues, A. C., & de Albuquerque, L. G. (2014). Organizational 
commitment and job satisfaction: What are the potential relationships? Brazilian 
Administration Review, 11, 476–495. doi:10.1590/1807-7692bar2014276 
Levy, Y., & Ellis, T. J. (2011). A guide for novice researchers on experimental and quasi-
experimental studies in information systems research. Interdisciplinary Journal of 
Information, Knowledge, and Management, 6, 151–161. Retrieved from 
http://www.informingscience.org 
Loon, M., Lim, Y. M., Lee, T. H., & Tam, C. L. (2012). Transformational leadership and 
job-related learning. Management Research Review, 35, 192–205. 
doi:10.1108/01409171211210118 
89 
 
Lumley, E. J., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the job 
satisfaction and organizational commitment of employees in the information 
technology environment. Southern African Business Review, 15, 100-118. 
Retrieved from http://www.unisa.ac.za 
Lyons, S., & Kuron, L. (2013). Generational differences in the workplace: A review of 
the evidence and directions for future research. Journal of Organizational 
Behavior, 35, S139-S157. doi:10.1002/job.1913 
Mahoney, J. T., & Kor, Y. Y. (2015). Advancing the human capital perspective on value 
creation by joining capabilities and governance approaches. Academy of 
Management Perspectives, 29, 296-308. doi:10.5465/amp.2014.0151 
Manafi, M., & Subramaniam, I. D. (2015). Relationship between human resources 
management practices, transformational leadership, and knowledge sharing on 
innovation in Iranian electronic industry. Asian Social Science, 11(10), 358-385. 
doi:10.5539/ass.v11i10p358 
Marbury, R. (2012). Succession planning at executive branch federal agencies (Doctoral 
dissertation). Retrieved from ProQuest Dissertations and Theses database. (UMI 
No. 3525873) 
Martins, N., & Martins, E. C. (2014). Perceptions of age generations regarding employee 
satisfaction in a Southern African organization. Mediterranean Journal of Social 
Sciences, 5(21), 129-140. doi:10.5901/mjss.2014.v5n21p129 
90 
 
McCleskey, J. A. (2014). Situational, transformational, and transactional leadership and 
leadership development. Journal of Business Studies Quarterly, 5(4), 117–130. 
Retrieved from http://www.jbsq.org 
McCusker, K., & Gunaydin, S. (2015). Research using qualitative, quantitative or mixed 
methods and choice based on research. Perfusion, 30, 537-542. 
doi:10.1177/0267659114559116 
Megdadi, Y. A. A., Al-Sukkar, A. S. M., & Hammouri, M. A. J. (2012). Factors and 
benefits of knowledge management practices by SME’s in Irbed District of 
Jordan: An empirical study. International Journal of Business and Social Science, 
3(16), 325-331. Retrieved from http://www.ijbssnet.com 
Memari, N., Mahdieh, O., & Marnani, A. B. (2013). The impact of organizational 
commitment on employees’ job performance. A study of Meli bank. 
Interdisciplinary Journal of Contemporary Research in Business, 5(5), 164–171. 
Retrieved from http://www.ijcrb.webs.com 
Mencl, J., & Lester, S. W. (2014). More alike than different: What generations value and 
how the values affect employee workplace perceptions. Journal of Leadership & 
Organizational Studies, 21, 257-272. doi:10.1177/1548051814529825 
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of 
organizational commitment. Human Resource Management Review, 1, 61–89. 
doi:10.1016/1053-4822(91)90011-Z 
91 
 
Miarkolaei, H. S., & Miarkolaei, H. S. (2014). An investigation on relationship between 
employees’ job satisfaction and organizational commitment. Management Science 
Letters, 4, 669-678. doi:10.5267/j.msl.2014.2.026 
Miles, S., Gordon, J., & Storlie, C. (2013). Job satisfaction, perceived career plateau, and 
the perception of promotability: A correlational study. Journal of International 
Management Studies, 8(1), 1-9. Retrieved from http://www.jimsjournal.org 
Millan, J. M., Hessels, J., Thurik, R., & Aguado, R. (2013). Determinants of job 
satisfaction: A European comparison of self-employed and paid employees. Small 
Business Economics: An Entrepreneurship Journal, 40, 651-670. 
doi:10.1007/s11187-011-9380-1 
Moinester, M., & Gottfried, R. (2014). Sample size estimation for correlations with pre-
specified confidence interval. The Quantitative Methods for Psychology, 10, 124-
130. Retrieved from http://www.tqmp.org 
Molino, M., Emanuel, F., Zito, M., Ghislieri, C., Colombo, L. & Cortese, C. G. (2016). 
Inbound call centers and emotional dissonance in the job demands-resources 
model. Frontiers in Psychology, 7, 1-13. doi:10.3389/fpsyg.2016.01133 
Money, S. R., O’Donnell, M. E., & Gray, R. J. (2014). In the time of significant 
generational diversity – surgical leadership must step up. The Surgeon, 12, 3-6. 
doi:10.1016/j.surge.2013.09.007 
Moon, H. & Dilworth-Anderson, P. (2015). Baby boomer caregiver and dementia 
caregiving: findings from the National Study of Caregiving. Age Ageing, 44(2), 
300-306. doi:10.1093/aging/afu119 
92 
 
Morgan, D. G., Kosteniuk, J., Stewart, N., O’Connell, M. E., Karunanyake, C., & Beever, 
R. (2014). The telehealth satisfaction scale (TeSS): Reliability, validity, and 
satisfaction with telehealth in a rural memory clinic population. Telemedicine and 
e-Health, 20, 997-1003. doi:10.1089/tmj.2014.0002 
Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of 
organizational commitment. Journal of Vocational Behavior, 14, 224–247. 
doi:10.1016/0001-8791(79)90072-1 
Mpeka, R. L. (2012). A study to examine the determinants of job satisfaction for 
professional accountants in Tanzania. Afro-Asian Journal of Finance and 
Accounting, 3, 15–33. doi:10.1504/AAJFA.2012.046346 
Mukaka, M. M. (2012). A guide to appropriate use of correlation coefficient in medical 
research. Malawi Medical Journal, 24, 69-71. Retrieved from 
http://www.mmj.medcol.mw 
Musgrove, C. F., Ellinger, A. E., & Ellinger, A. D. (2014). Examining the influence of 
strategic profit emphases on employee engagement and service climate. Journal 
of Workplace Learning, 26, 152–171. doi:10.1108/JWL-08-2013-0057 
Nart, S., & Batur, O. (2014). The relation between work-family conflict, job stress, 
organizational commitment and job performance: A study on Turkish primary 
teachers. European Journal of Research on Education, 2(2), 72-81. 
doi:10.15527/ejre.201426250 
93 
 
Neumark, D., Johnson, H., & Mejia, M. C. (2013). Future skill shortage in the U.S. 
economy? Economics of Education Review, 32, 151-167. 
doi:10.1016/j.econedurev.2012.09.004 
Nguyen, T. N., Mai, K. N., & Nguyen, P. V. (2014). Factors affecting employees’ 
organizational commitment: A study of banking staff in Ho Chi Minh City, 
Vietnam. Journal of Advanced Management Science, 2, 7–11. 
doi:10.12720/joams.2.1.7-11 
Nikezic, S., Puric, S., & Puric, J. (2012). Transactional and transformational leadership: 
Development through changes. International Journal for Quality Research, 6, 
285–296. Retrieved from http://www.ijqr.net 
Nimon, K. F., & Oswald, F. L. (2013). Understanding the results of multiple linear 
regression: Beyond standardized regression coefficients. Organizational Research 
Methods, 16, 650-674. doi:10.1177/1094428113493929 
Nmai, B. N., & Delle, E. (2014). Good corporate governance and employee job 
satisfaction: Empirical evidence from the Ghanaian Telecommunication sector. 
International Journal of Humanities and Social Science, 4(13), 209-217. 
Retrieved from http://www.ijhssnet.com 
Nold, H. A. (2011). Making knowledge management work: Tactical to practical. 
Knowledge Management Research Practice, 9, 84-94. doi:10.1057/kmrp.2010.27 
Odumeru, J. A., & Ifeanyi, G. O. (2013). Transformational vs. transactional leadership 
theories: Evidence in the literature. International Review of Management and 
Business Research, 2, 355–361. Retrieved from http://www.irmbrjournal.com 
94 
 
Ohly, S., Sonnentag, S., Niessen, C., & Zapf, D. (2010). Dairy studies in organizational 
research. Journal of Personnel Psychology, 9, 79-93. doi:10.1027/1866-
5888/a000009 
Orgambidez-Ramos, A., Borrego-Ales, Y., & Mendoza-Sierra, I. (2014). Role stress and 
work engagement as antecedents of job satisfaction in Spanish workers. Journal 
of Industrial Engineering and Management, 7, 360-378. doi:10.3962/jiem.992 
Ozkan, A., & Ozdevecioğlu, M. (2013). The effects of occupational stress on burnout and 
life satisfaction: A study of accountants. Quality and Quantity, 47, 2785-2798. 
doi:10.1007/s11135-012-9688-1 
Panahi, S., Watson, J., & Partridge, H. (2013). Towards tacit knowledge sharing over 
social web tools. Journal of Knowledge Management, 17, 379–397. 
doi:10.1108/JKM-11-2012-0364 
Park, J., & Gursoy, D. (2012). Generation effects on work engagement among U.S. hotel 
employees. International Journal of Hospitality Management, 31, 1195–1202. 
doi:10.1016/j.ijhm.2012.02.007 
Patterson, B., & Morin, K. (2012). Methodological considerations for studying social 
processes. Nurse Researcher, 20(1), 33-38. doi:10.7748/nr2012.09.20.1.33.c9306 
Peet, M. (2012). Leadership transitions, tacit knowledge sharing and organizational 
generativity. Journal of Knowledge Management, 16, 45–60. 
doi:10.1108/13673271211198936 
Popli, S., & Rizvi, I. A. (2016). Drivers of employee engagement: The role of leadership 
style. Global Business Review, 17, 965-979. doi:10.1177/0972150916645701 
95 
 
Prewitt, J., Weil, R., & McClure, A. (2011). Developing leadership in global and multi-
cultural organizations [Special issue]. International Journal of Business and 
Social Science, 2(13), 13-20. Retrieved from http://www.ijbssnet.com 
Ragab, M. A. F., & Arisha, A. (2013). Knowledge management and measurement: A 
critical review. Journal of Knowledge Management, 17, 873-901. 
doi:10.1108/JKM-12-2012-0381 
Rehman, S.-U., Shareef, A., Mahmood, A., & Ishaque, A. (2012). Perceived leadership 
styles and organizational commitment. Interdisciplinary Journal of Contemporary 
Research in Business, 4(1), 616–626. Retrieved from http://www.ijcrb.webs.com 
Roberts, P., Priest, H., & Traynor, M. (2006). Reliability and validity in research. 
Nursing Standard, 20(40), 41–45. doi:10.7748/ns2006.07.20.44.41.c6560 
Roman, F., & Jana, B. (2012). The value of organizational capital. Journal of 
Competitiveness, 4(4), 123-132. doi:10.7441/joc.2012.04.09 
Ruslan, R., Islam, M. A., & Noor, I. M. (2014). The relationship between psychological 
meaningfulness and employee engagement: Moderating effect of age and gender. 
Journal of Asian Scientific Research, 4, 711-722. Retrieved from 
http://www.aessweb.com 
Sadeghi, A., & Lope Pihie, Z. A. (2012). Transformational leadership and its predictive 
effects on leadership effectiveness. International Journal of Business and Social 
Science, 3(7), 186-197. Retrieved from http://www.ijbssnet.com 
Salehi, M., Gahderi, A., & Rostami, V. (2012). A study of job satisfaction between 
external and internal auditors: An Iranian scenario. Research Journal of Applied 
96 
 
Sciences, Engineering and Technology, 4, 1300–1309. Retrieved from 
http://www.maxwellsci.com 
Salehi, M., Moradi, M., & Dehghan, A. (2013). A study of job satisfaction—Comparison 
between the auditors of supreme audit court and CPAs. An Iranian evidence. 
Journal of Economics and Business Research, 19(1), 7–20. Retrieved from 
http://www.uav.ro/en/journals/jebr 
Sanchez, J. H., Sanchez, Y. H., Collado-Ruiz, D., & Cebrian-Tarrason, D. (2013). 
Knowledge creating and sharing corporate culture framework. Procedia – Social 
and Behavioral Sciences, 74, 388-397. doi:10.1016/j.sbspro.2013.03.029 
Sanchez-Fernandez, J., Munoz-Leiva, F., & Montoro-Rios, F. J. (2012). Improving 
retention rate and response quality in Web-based surveys. Computers in Human 
Behavior, 28, 507-514. doi:10.1016/j.chb.2011.10.023 
Sanneh, L. (2015). Employee engagement in the public sector: A case study of Western 
Africa. International Journal of Human Resource Studies, 5(3), 70-101. 
doi:10.5296/ijhrs.v5i3.8088 
Saremi, H., & Saeidi, H. (2014). Role of knowledge management in organization’s 
improvement. Indian Journal of Scientific Research, 4(3), 382-396. Retrieved 
from http://www.ijsr.in/ 
Sattar, S. (2012). Exploring knowledge management practices. International Journal of 
Learning & Development, 2(1), 330-352. doi:10.5296/ijld.v2i1.1352 
Schaufeli, W. B. (2015). Engaging leadership in the job demands-resource model. Career 
Development International, 20, 446.463. doi:10.1108/CDI-02-2015-0025 
97 
 
Schaufeli, W. B. (2012). Work engagement. What do we know and where do we go? 
Romanian Journal of Applied Psychology, 14, 3–10. Retrieved from 
http://www.rjap.psihologietm.ro 
Schaufeli, W. B., Bakke, A. B., & Salanova, M. (2006). The measurement of work 
engagement with a short questionnaire: A cross-national study. Educational and 
Psychological Measurement, 66, 701–716. doi:10.1177/0013164405282471 
Schmitt, A., Borzillo, S., & Probst, G. (2011). Don’t let knowledge walk away: 
Knowledge retention during employee downsizing. Management Learning, 43, 
53-74. doi:10.1177/1350507611411630 
Schullery, N. M. (2013). Workplace engagement and generational differences in values. 
Business & Professional Communication Quarterly, 76, 252–265. 
doi:10.1177/1080569913476543 
Seppälä, P., Mauno, S., Feldt, T., Hakanen, J., Kinnunen, U., Tolvanen, A., & Schaufeli, 
W. (2009). The construct validity of the Utrecht work engagement scale: 
Multisample and longitudinal evidence. Journal of Happiness Studies, 10, 459–
481. doi:10.1007/s10902-008-9100-y 
Sergi, V., & Hallin, A. (2011). Thick performances, not just thick descriptions: The 
processual nature of doing qualitative research. Qualitative Research in 
Organizations and Management: An International Journal, 6, 191–208. 
doi:10.1108/17465641111159152 
98 
 
Shahid, A. (2013). Gaining employee commitment: Linking to organizational 
effectiveness. Journal of Management Research, 5(1), 250-268. 
doi:10.5296/jmr.v5i1.2319 
Sharma, S. C., & Saurabh, S. (2014). Supporting knowledge management through 
organizational structure. IBMRD Journal of Management and Research, 3(1), 23–
33. Retrieved from www.ibmrdjournal.com 
Short, T. W. (2014a). Workplace mentoring: An old idea with new meaning (Part 2). 
Development and Learning in Organizations: An International Journal, 28(1), 8–
11. doi:10.1108/DLO-09-2013-0077 
Short, T. W. (2014b). Workplace mentoring: An old idea with new meaning (Part 1). 
Development and Learning in Organizations: An International Journal, 28(2), 3–
6. doi:10.1108/DLO-11-2013-0086 
Siddiqi, A. F. (2014). An observatory note on tests of normality assumptions. Journal of 
Modelling in Management, 9, 290-305. doi:10.1108/JM2-04-201-0032 
Slack, R. E., Corlett, S., & Morris, R. (2015). Exploring employee engagement with 
(corporate) social responsibility: A social exchange perspective on organizational 
participation. Journal of Business Ethics, 127, 537-548. doi:10.1007/s10551-014-
2057-3 
Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of 
the job satisfaction survey. American Journal of Community Psychology, 13, 693–
713. doi:10.1007/BF00929796 
99 
 
Svanberg, J., & Ohman, P. (2015). Auditors’ identification with their clients: Effects on 
audit quality. British Accounting Review, 47, 395-408. 
doi:10.1016/j.bar.2014.08.003 
Swanson, H. K., Lysy, M., Power, M., Stasko, A. D., Johnson, J. D., & Reist, J. O. 
(2015). A new probabilistic method for quantifying n-dimensional ecological 
niches and niche overlap. Ecology, 96, 318-324. doi:10.1890/14-0235.1 
Szolnoki, G., & Hoffmann, D. (2013). Online, face to face and telephone surveys – 
comparing different sampling methods in wine consumer research. Wine 
Economics and Policy, 2, 56-66. doi:10.1016/j.wep.2013.10.001 
Teitcher, J. E. F., Bockting, W. O., Bauermeister, J. A., Hoefer, C. J., Miner, M. H., & 
Klitzman, R. L. (2015). Detecting, preventing, and responding to “fraudsters” in 
internet research: Ethics and tradeoffs. Journal of Law, Medicine, & Ethics, 43, 
116-133. doi:10.111/jlme.12200 
Tong, C., Wah Tak, W. I., & Wong, A. (2014). The impact of knowledge sharing on the 
relationship between organizational culture and job satisfaction: The perception of 
information communication and technology (ICT) practitioners in Hong Kong. 
International Journal of Human Resource Studies, 5, 19-47. 
doi:10.5296/ijhrs.v5i1.6895  
Trépanier, S.-G., Fernet, C., Austin, S., Forest, J., & Vallerand, R. J. (2014). Linking job 
demands and resources to burnout and work engagement: Does passion underlie 
these differential relationships? Motivation and Emotion, 38, 353-366. 
doi:10.1007/s11031-013-9384-z 
100 
 
Tubey, R., Kurgat, A., & Rotick, K. J. (2015). Employment expectations among 
generation y employees in Kenya. International Journal of Economics, 
Commerce, & Management, 3(1), 1-21. Retrieved from http://www.ijecm.co.uk 
Truss, C., Alfes, K., Delbridge, R., Shantz, A., & Soane, E. (2014). Employee 
engagement in theory and practice. New York, NY: Routledge. 
Uddin, M. J., Luva, R. H., & Hossian, S. M. M. (2013). Impact of organizational culture 
on employee performance and productivity: A case study of telecommunication 
sector in Bangladesh. International Journal of Business and Management, 8(2), 
63-77. doi:10.5539/ijbm.v8n2p63 
Uzonna, U. R. (2013). Impact of motivation on employees’ performance: A case study of 
CreditWest Bank Cyprus. Journal of Economics and International Finance, 5, 
199-211. doi:10.5897/JEIF12.086 
Vaccaro, I. G., Jansen, J. J. P., Van Den Bosch, F. A. J., & Volberda, H. W. (2012). 
Management innovation and leadership: The moderating role of organizational 
size. Journal of Management Studies, 49, 28–51. doi:10.1111/j.1467-
6486.2010.00976.x 
van Scheers, L., & Botha, J. (2014). Analyzing relationship between employee job 
satisfaction and motivation. The Journal of Business and Retail Management 
Research, 9(1), 98–109. Retrieved from http://www.jbrmr.com 
Venkitachalam, K., & Busch, P. (2012). Tacit knowledge: Review and possible research 
directions. Journal of Knowledge Management, 16, 356–371. 
doi:10.1108/13673271211218915 
101 
 
Wambui, T., Wangombe, J., & Muthura, M. (2013). Linking human resource 
management to knowledge transfer for organizational development. International 
Journal of Business and Social Science, 4(12), 169–183. 
Wang, S., Noe, R. A., & Wang, Z. –M. (2014). Motivating knowledge sharing in 
knowledge management systems: A quasi-field experiment. Journal of 
Management, 40, 978–1009. doi:10.1177/0149206311412192 
Wang, Z., Wang, N., & Liang, H. (2014). Knowledge sharing, intellectual capital and 
firm performance. Management Decision, 52, 230–258. doi:10.1108/MD-02-
2013-0064 
Wenger,E., McDermott, R., &Snyder, W. M. (2002). Cultivating Communities of 
Practice. Boston, MA: Harvard Business School Press. 
Whittington, J. L., Coker, R. H, Goodwin, V. L., Ickes, W., & Murray, B. (2009). 
Transactional leadership revisited: Self-other agreement and its consequences. 
Journal of Applied Social Psychology, 39, 1559-1816. doi:10.1111/j.1559-
1816.2009.00507.x 
Xu, J., & Cooper Thomas, H. (2011). How can leaders achieve high employee 
engagement? Leadership & Organization Development Journal, 32, 399–416. 
doi:10.1108/01437731111134661 
Yahaya, R., Chek, I. T., Samsudin, N., & Jizat, J. E., M. (2014). Organizational 
commitment at a higher education institution. International Journal of Education 
and Research, 2, 309–318. Retrieved from http://www.ijern.com 
102 
 
Yahaya, R., & Ebrahim, F. (2016). Leadership styles and organizational commitment: 
Literature review. Journal of Management Development, 35, 190-216. 
doi:10.1108/JMD-01-2015-0004 
Yakin, M., & Erdil, O. (2012). Relationships between self-efficacy and work engagement 
and the effects on job satisfaction: A survey of certified public accountants. 
Procedia – Social Behavioral Sciences, 58, 370-378. 
doi:10.1016/j.sbspro.2012.09.1013 
Yanchus, N. J., Fishman, J. L., Teclaw, R., & Osatuke, K. (2013). Employee perceptions 
of job demands and resources and relationship to engagement. Applied HRM 
Research, 13, 1-23. Retrieved from http://www.xavier.edu 
Yasin, G., Nawab, S., Bhatti, K. K., & Nazir, T. (2014). Relationship of intellectual 
stimulation, innovations, and SMES performance: Transformational leadership a 
source of competitive advantage in SMES. Middle-East Journal of Scientific 
Research, 19, 74–81. doi:10.5829/idosi.mejsr.2014.19.1.12458 
Yeh, H– J. (2015). Job demands, job resources, and job satisfaction in East Asia. Social 
Indicators Research: An International and Interdisciplinary Journal for Quality-
of-Life Measurement, 121, 47-60. doi:10.1007/s11205-014-0631-9 
Zacher, H. Pearce, L. K., Rooney, D., & McKenna, B. (2014). Leaders personal wisdom 
and leader-member exchange quality: The role of individualized consideration. 
Journal of Business Ethics, 121, 171-187. doi:10.1007/s10551-013-1692-4 
103 
 
Zaki Dajani, M. A. (2015). The impact of employee engagement on job performance and 
organizational commitment in the Egyptian banking sector. Journal of Business 
and Management Sciences, 3, 138-147. doi:10.12691/jbms-3-5-1 
104 
 
Appendix A: Permission to Survey Membership of the Northeast Chapter of the New 
York State Society of Certified Public Accountants  
 
105 
 
 
 
 
 
106 
 
 
 
 
Appendix B: Survey Questions 
 
The Impact of Employee Engagement and Employee Job Satisfaction on  
Employee Organizational Commitment 
 
Survey Questions 
 
Section I: Background Information 
 
What is your gender? 
 
Male 
Female 
 
How many employees are employed by your organization? 
 
Less than 100 
101 – 200 
201 – 300 
301 – 400 
Greater than 401 
 
What age group do you belong? 
 
 20 – 30 
 31 – 40 
 41 – 50 
 51 – 60 
 61 – 70 
 
 
Section II: Employee Engagement – Work and Well-Being Survey (UWES-9) 
 
The following 9 statements are about how you feel at work. Please read each statement 
carefully and decide if you ever feel this way about your job.  
 
Please use the following scale: 0 = Never 
1 = Almost never – A few times a year or    
less 
    2 = Rarely – Once a month or less 
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    3 = Sometimes – A few times a month 
    4 = Often – Once a week      
    5 = Very Often – A few times a week 
    6 = Always – Every day 
   
 
WORK AND WELL-BEING SURVEY (UWES) 
 
Never 
Almost 
Never Rarely Sometimes Often 
Very 
Often Always 
At work, I feel I 
am bursting with 
energy. (VI1) 0 1 2 3 4 5 6 
At my job, I feel 
strong and 
vigorous. (VI2) 0 1 2 3 4 5 6 
I am enthusiastic 
about my job. 
(DE2) 0 1 2 3 4 5 6 
My job inspires 
me. (DE3) 0 1 2 3 4 5 6 
When I get up in 
the morning, I 
feel like going to 
work. (VI3) 0 1 2 3 4 5 6 
I feel happy when 
I work intensely. 
(AB3) 0 1 2 3 4 5 6 
I am proud of the 
work that I do. 
(DE4) 0 1 2 3 4 5 6 
I am immersed in 
my work. (AB4) 0 1 2 3 4 5 6 
I get carried away 
when I am 
working. (AB5) 0 1 2 3 4 5 6 
 
Section III: Job Satisfaction Survey (JSS) 
 
The following 36 statements are about how satisfied you are with your job. Please read 
each statement carefully and choose the option that is closest to reflecting your opinion.   
 
Please use the following scale: 1 = Disagree very much 
    2 = Disagree moderately 
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    3 = Disagree slightly 
    4 = Agree slightly      
    5 = Agree moderately 
    6 = Agree very much   
 
 
 
Disagree 
Very 
Much 
Disagree 
Moderately 
Disagree 
Slightly 
Agree 
Slightly 
Agree 
Moderately 
Agree 
Very 
Much 
I feel I am being 
paid a fair amount 
for the work I do. 1 2 3 4 5 6 
There is really too 
little chance for 
promotion on my 
job. 1 2 3 4 5 6 
My supervisor is 
quite competent in 
doing his/her job. 1 2 3 4 5 6 
I am not satisfied 
with the benefits I 
receive. 1 2 3 4 5 6 
When I do a good 
job, I receive the 
recognition for it 
that I should 
receive. 1 2 3 4 5 6 
Many of our rules 
and procedures 
make doing a good 
job difficult. 1 2 3 4 5 6 
I like the people I 
work with. 1 2 3 4 5 6 
Sometimes I feel 
my job is 
meaningless. 1 2 3 4 5 6 
Communication 
seems good within 
this organization. 1 2 3 4 5 6 
Raises are too few 
and far between. 1 2 3 4 5 6 
Those who do well 
on the job stand a 1 2 3 4 5 6 
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fair chance of 
being promoted. 
My supervisor is 
unfair to me. 1 2 3 4 5 6 
The benefits we 
receive are as good 
as most other 
organizations 
offer. 1 2 3 4 5 6 
I do not feel that 
the work I do is 
appreciated. 1 2 3 4 5 6 
My efforts to do a 
good job are 
seldom blocked by 
red tape. 1 2 3 4 5 6 
I find I have to 
work harder at my 
job because of the 
incompetence of 
people I work 
with. 1 2 3 4 5 6 
I like doing the 
things I do at work. 1 2 3 4 5 6 
The goals of this 
organization are 
not clear to me. 1 2 3 4 5 6 
I feel 
unappreciated by 
the organization 
when I think about 
what they pay me. 1 2 3 4 5 6 
People get ahead 
as fast here as they 
do in other places. 1 2 3 4 5 6 
My supervisor 
shows too little 
interest in the 
feelings of 
subordinates. 1 2 3 4 5 6 
The benefit 
package we have is 
equitable. 1 2 3 4 5 6 
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There are few 
rewards for those 
who work here. 1 2 3 4 5 6 
I have too much to 
do at work. 1 2 3 4 5 6 
I enjoy my 
coworkers. 1 2 3 4 5 6 
I often feel that I 
do not know what 
is going on with 
the organization. 1 2 3 4 5 6 
I feel a sense of 
pride in doing my 
job. 1 2 3 4 5 6 
I feel satisfied with 
my chances for 
salary increases. 1 2 3 4 5 6 
There are benefits 
we do not have 
which we should 
have. 1 2 3 4 5 6 
I like my 
supervisor. 1 2 3 4 5 6 
I have too much 
paperwork. 1 2 3 4 5 6 
I don’t feel my 
efforts are 
rewarded the way 
they should be. 1 2 3 4 5 6 
I am satisfied with 
my chances for 
promotion. 1 2 3 4 5 6 
There is too much 
bickering and 
fighting at work. 1 2 3 4 5 6 
My job is 
enjoyable. 1 2 3 4 5 6 
Work assignments 
are not fully 
explained. 1 2 3 4 5 6 
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Section IV: Organizational Commitment – Organizational Commitment 
Questionnaire (OCQ) 
 
Listed below are a series of statements that represent possible feelings that individuals 
might have about the company or organization for which they work. With respect to your 
own feelings about the particular organization for which you are now working, please 
indicate the level of your agreement or disagreement with each statement by choosing 
one of the seven options listed. 
 
Please use the following scale: 1 = Strongly Disagree 
    2 = Moderately Disagree 
    3 = Slightly Disagree 
    4 = Neither disagree nor agree 
    5 = Slightly Agree 
    6 = Moderately Agree 
    7 = Strongly Agree 
 
ORGANIZATIONAL COMMITMENT QUESTIONNAIRE (OCQ) 
 
Strongly 
Disagree 
     
Strongly 
Agree 
I am willing to put in 
a great deal of effort 
beyond that normally 
expected in order to 
help this organization 
be successful. 1 2 3 4 5 6 7 
I talk up this 
organization to my 
friends as a great 
organization to work 
for. 1 2 3 4 5 6 7 
I feel very little 
loyalty to this 
organization.(R) 1 2 3 4 5 6 7 
I would accept 
almost any type of 
job assignment in 
order to keep 
working for this 
organization. 1 2 3 4 5 6 7 
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I find that my values 
and the 
organization’s values 
are very similar. 1 2 3 4 5 6 7 
I am proud to tell 
others that I am part 
of this organization. 1 2 3 4 5 6 7 
I could just as well be 
working for a 
different organization 
as long as the type of 
work was similar.(R) 1 2 3 4 5 6 7 
This organization 
really inspires the 
very best in me in the 
way of job 
performance. 1 2 3 4 5 6 7 
It would take very 
little change in my 
present 
circumstances to 
cause me to leave 
this organization.(R) 1 2 3 4 5 6 7 
I am extremely glad 
that I chose this 
organization to work 
for over others I was 
considering at the 
time I joined. 1 2 3 4 5 6 7 
There’s not too much 
to be gained by 
sticking with this 
organization 
indefinitely.(R) 1 2 3 4 5 6 7 
Often, I find it 
difficult to agree with 
this organization’s 
policies on important 
matters relating to its 
employees.(R) 1 2 3 4 5 6 7 
I really care about the 
fate of this 
organization. 1 2 3 4 5 6 7 
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For me, this is the 
best of all possible 
organizations to work 
for. 1 2 3 4 5 6 7 
Deciding to work for 
this organization was 
a definite mistake on 
my part.(R) 1 2 3 4 5 6 7 
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